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publications received in the Library of the Civil Service Commission. 
Periodical articles, unpublished dissertations, and microforms are also 
listed. The material is selected on the basis of its interest and sig- 
nificance for Civil Service Commission personnel and its potential use 
for research projects. 


The Index includes all authors listed, both main and analytic entries. 
The Subject Section identifies items by subdivisions of the main cate- 
gories shown monthly, identical with those used in the Library card 
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Biennial cumulations of selected materials listed in Personnel Litera- 
ture are issued as the Personnel Bibliography Series, each bibliography 
suis covering one broad area. The Personnel Bibliographies are sold by 
IRE the U. S. Government Printing Office on an individual basis. 


AVAILABILITY OF MATERIALS LISTED 


CSC personnel may borrow items listed by calling 
Extension 24436. CSC regional personnel may request 
items on CSC Form 637. Government employees in the 
Washington area should request their agency libraries 
to make borrowing arrangements. 


The Library does not have copies of items listed for 
distribution. It lends materials only to CSC personnel 
and to govemment libraries in the Washington area. 
Other subscribers wishing to obtain copies should con- 
tact their local libraries for information about availa- 
bility of copies or ordering information. 


Microfiche and materials marked "Ref" or "PR" are not available 
for interlibrary loan. 
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ABSENTLt 151 


12-1 

Eastman, Susan. 
Overtime and absence: three studies. Personnel practice bulletin (Australia), 
vol. 28, no. 2, June 1972, pp. 142-150. 

Reports the findings of three studies carried out by «he Department of Labour 

and National Service in an attempt to reveal any possible relationships between 
the amount of overtime worked and the amount of absence time. "The present studies 
did not demonstrate a strong relationship between absence and overtime, although 
certain trends emerged. In Study I there was a tendency for absence to decrease as 
the amount of overtime increased, while in the other two studies, the opposite was the 
case--absence in general tended to increase as overtime increased." 


APPLICATIONS FOR POSITIONS 


12-2 

Hayen, Roger L. and John H. Jackson. 
Behavioral research and computer methods applied to managerial resume design. 
Personnel journal, vol. 51, no. 10, October 1972, pp. 728-732. 

The authors review research findings which indicate that the order of presenta- 
tion of information in resumes influences the impression made by the applicant. They 
Suggest that computers, because of their capability to present the same information 
in different sequences, can be used to produce managerial resumes tailored to specific 
organizations or positions. : 


AUTOMATIC DATA PROCESS ING- -PERSONNEL 


12-3 
Greene, Robert J. 
Appraising the performance of the data processing employee. Personnel journal, 


vol. 51, no. 10, October 1972, pp. 757-761. 

A full explanation of job duties, performance standards, and the manner in which 
performance is evaluated and rewarded will contribute a great deal toward the job 
satisfaction of data processing personnel. The authors describe a method of measur- 
ing performance and a formula for allocating a salary increase budget. Three basic 
strategies are discussed for maximizing the motivational impact of salary increases. 


CAREER MOBILITY 

12-4 

Bellas, Carl L, 
The dual track career system within the Internal Revenue Service. Personnel ad- 
ministration and Public personnel review, vol. 1, no. 2, September-October 1972, 
pp. 4-8. 

Organizations with large numbers of technical employees have developed a dual 
career ladder system as a means of providing advanced, non-managerial positions for 
professional employees. Such a system was introduced in the Technical Organization 
of the Internal Revenue Service in March 1971. This article explains how the IRS 
system operates. 


CHANGE, ORGANIZATIONAL 
12-5 
Moore, Larry F. 

Myths, fallacies and realities in organizational development. Canadian personnel 
and industrial relations journal, vol. 19, no. 5, October 1972, ppe 25-30. 

In an attempt to clarify the concept of organizational development, the author 
examines what OD is, what it is not, what implementation of an OD program requires, 
and what questions about OD need to be answered. 
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CHANGE, ORGANIZATIONAL (Cont'd) 

12-6 

Runyon, John H. 
Of human stress and organizational change. Canadian personnel and industrial relations 
journal, vol. 19, no. 5, October 1972, pp. 18-22. 

In view of the constant changes taking place in employees' daily lives and in their 
work environment, the author maintains that the personnel function has an obligation 
to provide service, advice, and counsel to those who are unable to cope with the 
stress of change. Reviews types of services that might be offered, and explains how 
to plan changes which minimize employee stress. 

12-7 

Wilson, Brian. 
America's corporate rethinking. Management today (Gt. Brit.), October 1972, pp. 118- 
119, 121-122, 124+. 

Rapid changes in technology and society are affecting individual employees and 
all areas of an organization's operations. Examines some of the organizational 
development techniques and theories which have arisen as a means of dealing with these 
changes. Gives special attention to the contributions of behavioral research in con- 
structively handling reduction-in-force situations. 


CIVIL SERVICE 

12-8 

Kendall, W. L. 
General Secretary's notes: Fulton check list. Red tape (Gt. Brit.), vol. 61, no. 11, 
September 1972, pp. 362-363. 


What has been done in the British civil service on major recommendations of the 
Fulton Committee since the summer of 1968. 


12-9 

Shafritz, Jay M. 
Management in Philadelphia: an ethnic profile. Personnel administration and Public 
personnel review, vol. 1, no. 2, September-October 1972, pp. 56-60. 

The author has investigated the ethnic backgrounds of middle management civil service 
employees in Philadelphia and compared the results with the ethnic composition of the 
city as a whole. Three groups were found to be disproportionately represented when 
compared to the city's population: Jews were overrepresented and Italians and Negroes 
were underrepresented. Shafritz concludes that, rather than representing the ethnic 
struggle for political power, the composition of middle management reflects "nothing 
more than its /the city's/ recruiting base of eligible college graduates." 


12-10 
U.S. Bureau of the Census. 
Environmental quality control; expenditure and employment for selected large govern- 
mental units; fiscal 1969-70. Washington, U.S. Govt. Print. Off., 1972. 50 pp. 
(State and local government special studies no. 61) 
Presents expenditure and employment data of the Federal, state, and selected county 


and city governments in the areas of water quality control, solid waste management, 
and air quality control. 


Ic203. .Un27e 1969/70 


CIVIL SERVICE, FEDERAL 


12-11 PR HE6371 .B68t 
Bowyer, Matthew J. 
They carried the mail; a survey of postal history and hobbies. Washington, R. B. 
Luce, 1972. 223 pp. 
Partial contents: Pt. 3. Postal personnel. 
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CIVIL SERVICE, FEDERAL (Cont'd) 


12-12 S/I 
Hood, Joseph L. 
Confusion: a cause of criticism of the contracting officer. National contract 
management journal, vol. 6, no. 1, Spring 1972, pp. 33-49. 

"This paper addresses the question concerning the congruency or disparity of the 
perceptions of the role of the contracting officer by those persons in government 
procurement organizations." The author's research in a large government center in- 
dicates that perceptions of the contracting officer's role vary according to the 
nature of the organization and the hierarchical level of the person assessing the 
officer's performance. Variations in role perception were also found between line 
and staff procurement organizations. 


12-13 

Rosen, Bernard. 
The changing civil service. Civil service journal, vol. 13, no. 2, October-December 
1972, pp. 1-5. 

How the U.S, Civil Service Commission has organized to plan and anticipate events 
in order to prepare for and adjust to future needs. The Executive Director of the 
Commission describes the Executive Planning Group approach, areas of Commission 
emphasis in fiscal 1972 and those being stressed in fiscal 1973. 


12-14 
Spriggs, William J. 


S/I 


The judicial role of the contracting officer in U. S. government contracting. National 


contract management journal, vol. 6, no. 1, Spring 1972, pp. 1-12. 

Examines "what the law requires of the Contracting Officer in his dispute re- 
solving role ... what his role should be and whether the law should be changed to 
emptasize the judicial character of that role or whether justice can better be served 
by avoiding the Contracting Officer in the dispute resclution process." Describes 
three possible alternatives, but then concludes that "the best solution to the prob- 
lem is the establishment of a new system which takes the dispute from the Contracting 
Officer in its gestation period and gives the jurisdiction over it to an officer who 
is removed from the pressures and biases of the Contracting Officer." 


12-15 
Steele, Chris. 
Employment focus: Federal civilian employment by age, sex, and length of service, 
June 1972. Civil service journal, vol. 13, no. 2, October-December 1972, pp. 28-29. 
Text and table. 


COLLEGE GRADUATES 

12-16 

Bishop, Terry. 
The changing face of graduate employment. Personnel management (Gt. Brit.), vol. 4, 
no. 11, November 1972, pp. 32-34, 38. 

Examines the relationship between the college graduate and industry in Britain 

now that the heyday of demand for college graduates is over. Suggests adjustments 
needed by both sides. 


COMMUNICATION TECHNIQUES 

12-17 

Bassett, Glenn A. 
The three 1's--still personnel basics, still neglected. Personnel, vol. 49, no. 5, 
September-October 1972, pp. 49-55. 

Management training in the "three communication keys to human relations-listening, 

lauding, and learning..." have often been ineffective. The author explains why and 
suggests methods of improving managerial ability in each of these areas. 
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COMMUNICATION TECHNIQUES (Cont'd) 


12-18 
Loban, Lawrence. 
Platform techniques can be useful. Supervision, vol. 34, no. 10, October 
pp. 3-5. 
Offers the supervisor some tips on platform techniques which will make 
instruction in a classroom situation more effective. 


12-19 
Summers, Wayne. 
How to present interesting reports. Supervisory managewent, vol. ! 


October 1972, pp. 36-39. 


Presenting interesting and erect ive reports ee a definition of pur 


selection of methods to communicate that purpose. Guid 
some communication tools and techniques are offered. 
Condensed from Church Administration, vol. 14, no. 10 972. 


12-20 
Uris, Auren. 
Telling the boss his idea won't work. Management review, vol. 61, no. 10, Oct 
1972, pp. 59-61. 
Suggests some tactful ways for criticizing your boss's ideas. 
Condensed from International Management, July L372. 
12-21 
Walton, Eugene. 
The disastrous event of Mr. A talking to Mr. C, Mr. D, r. E. Personnel a 
“ion and Public personnel review, vol. 1, no. 2, Septem er 1972, pp. 32-3 
Points out some"do's" and "don'ts" for improving interracial communicati 
CONFERENCES 
12-22 
Corder, Colin. 
How to rate conference bores. Management today (Gt. Brit.), October 1972, p 
54. 

Assuming that all conferences are going to be boring (there is just a varia 
in degree), Corder describes several audience- and speaker-watchin schniques 
will help you pass the time and end up with a "Conference Boredom Rating." 

CREATIVE THINKING 
12-23 
Dutton, Richard E. 
Creative use of creative people. Personnel journal, vol. 51 
pp. 818-822, 847. 
Affirms the need for creative people throughout an 1 
about them and obstacles to creativity. Presents guidelines f cons ¥ 
atmosphere and examines the trainer/consultant role. 
DIS ADVANTAGED 
12-24 2 
California. Legislature. Assembly Committee on Ways and Means. 
Is the WIN program a loser? An evaluation of California's Work Incentive Progr 


by Norrine Gallisdorfer, Nellie Jackson and Steven Thompson. Sacramento, 


This study found that the program was not reaching those it was intended 
that the administrative structure was contributing to the program's ineffee 


and inefficiency, that a great deal of money was being wasted because of 


tration, and that the program was ofien insensitive to the needs of unemp 


persons. Recommendations were made for the transfer of the 
ment of Rehabilitation and for audits of the WIN and other job 
by the Department of Human Resources Development. 


“pose 


and 


no. 10 
stra- 
n 
ci 
é 
yths 
,C12 
| 
to serve 
Civeness 
adminis- 
minority 
program he Depart- 
programs administered 


DISADVANTAGED (Cont'd) 


12-25 Ie418 .C67g 
Colbert, John and Marcia Hohn. 


Guide to manpower training. New York, Behavioral, 1971. 112 pp. 
This manual for operating personnel in manpower training programs "has two basic 


purposes: to help the staff recognize the major problems experienced by socially dis- 
advantaged adult trainees who are aspiring toward greater social and financial successes; 


and to provide the staff with a range of practical methods for helping trainees cope 
with these problems." 
Chapter 10: Training of manpower training personnel. 


12-26 M-Film 
Daniels, Tyrone S. 
A comparative analysis of training methods used for the development of clerical check- 


ing skills. Ann Arbor, Mich., University Microfilms, 1972. 60 pp. 

"This study was designed to determine if an experimental training method would 
prove to be superior to a traditional training method. ... Subjects were forty dis- 
advantaged females in training at the Lincoln Skill Center. Comparisons between two 
training methods and a control group failed to identify a superior method." 

Master's thesis, Western Michigan University, 1971. Abstracted in Masters 
Abstracts, vol. 10, no. 1, March 1972, p. 135. 


12-27 
Holley, William H., Jr. 


Employing the hard-core: use the buddy system. Supervision, vol. 34, no. 11, Novem- 


ber 1972, p. 11. 


Recommends the use of a seasoned employee as a buddy to the new hard-core employee 


to act as his friend and counselor and to get him started on the right foot. 


12-28 
Institute of Public Administration, New York. 


TIPP; Training Incentive Payments Program. Springfield, Va., National Technical 
Information Service, 1971. 101 pp. (PB-201-160) 


“Report of the first operating phase from March 1970 through May 1971 of a test of 


the feasibility of using financial incentives to stimulate more effective upgrading 
of the skills and earnings of low income workers in the private sector. ... In the 
first year TIPP was more successful in raising earnings than in improving skills." 


12-29 

Lipsky, David B., John E, Drotning and Myron D. Fottler. 
Some correlates of trainee success in a coupled on- he- job training program. 
Quarterly review of economics & business, vol. 11, no. 2, Summer 1971, pp. 41-61. 


S/C 


Project JET (Jobs, Education, and Training), a Department of Labor funded training 
program which couples on-the-job (OJT) and classroom training for disadvantaged workers 
was studied "to discover whether there was a relationship between a trainee's personal 


characteristics, aspects of his past labor force experience, or his current JET ex- 
perience and his success in a coupled-OJT program." The program seemed to be most 
successful for those trainees it was intended to reach, those who were "(1) male, 
(2) adult, (3) heads of households, (4) possessors of less than an eighth-grade edu- 
cation, and (5) unemployed or underemployed at time of intake." 
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DISADVANTAGED (Cont'd) 

12-30 Tech. Rpts. 

Rosenquist, Barbara A. 
The impact of company training programs on reducing the alienation of the hard-core 
unemployed. Springfield, Va., National Technical Information Service, 1972. 193 pp. 
(PB- 207-318) 

"The major question addressed by the research was whether style of leadership had a 
significant effect in reducing employee alienation. The findings indicated that the 
more similar the employee was to regular company hires, the lower his alienation in 
companies employing a democratic leadership style; the less similar his characteristics, 
the higher his alienation in an autocratic atmosphere." 

Doctoral dissertation, University of California, 1971. 


12-31 Tech. Repts. 
St. Mary's Dominican College. Adult Education Department. 

Business speech; a second language for vocational use, by Alice R. Geoffray and 

others. Springfield, Va., National Technical Information Service, 1967. t Wx 

(PB- 205-482) 

"This text, Business Speech, grew out of an experimental program which linked with 
its teaching of secretarial skills, the teaching of English as a 'Second Language’ for 
women high school students who were blocked from office employment by their non- 
standard patterns of speech." 


12-32 Te152.5 .Un35gf 
U.S. Civil Service Commission. 
Guidelines for Federal agency participation in the Public Service Careers Program. 
Prepared by Bureau of Training, Public Service Careers Office. Washington, U.S. 
Govt. Print. Off., 1972. 10 pp. (Attachment to CSC Btn. no. 410-70) 

The Federal government's Public Service Careers Program is designed "to improve 
current programs to employ the disadvantaged and to upgrade lower level employees in 
State, county, and local governments; in agencies that receive Federal grants-in-aid; 
and in the Federal service." As the agency responsible for the leadership and ad- 
ministration of this program in the Federal sector, the U.S. Civil Service Commissicn 
has published this bulletin describing the Federal PSC program and providing standards, 
guidelines, and instructions for agency participation. 


DISCIPLINE 


12-33 
Toole, Edwin. 
Those disciplinary traps. Supervision, vol. 34, no. 11, November 1972, pp. 28-29. 


Guidelines for the supervisor to keep him from being overruled when he applies 
discipline. 


EMPLOYEES--PARTICIPATION IN MANAGEMENT 


12-34 
Goodman, Robert K., J. H. Wakeley and R. H. Ruh. 
What employees think of the Scanlon plan. Personnel, vol. 49, no. 5, September- 


October 1972, pp. 22-29. 

Examines the basic ingredients of a Scanlon plan and reviews the findings of a 
1968 Michigan State University survey of employee attitudes toward the plan. "...The 
results of the survey showed that the plan had practical utility as an organizational 
system and that the mechanics of the plan were functioning fairly well, but that the 
underlying intent of the plan /employee participation in decision-making/ was less than 
fully realized." 


7 
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3adhwar, Inderjit. 
EEO program progress rapped. Federal times, vol. 8, no. 31, October 11, 1972, 
Pps 15.19, St. 
Witnesses at recent Congressional hearings on racial discrimination in Federal 
government employment criticize failure to eliminate discriminatory practices. 
Fmployees of various agencies describe "cases of discrimination or disregard of 


employe rights." 
12-36 
Beirne, Joseph A. 
rhe and human factors of personnel discrimination. S.A.M. advanced 
urnal, vol. 37, no. 4, October 1972, pp. 35-39. 
his paper presented at the Annual International Management Conference, Society for 
the Advancement of Management. Phoenix, Arizona, May 1972, the President of the Communi- 
cations Workers cf America speaks of the evil effects of all types of personnel pre- 
judices (race, sex,religion, union) and urges that we work to eradicate discrimination. 
12-37 
nstein, Leonard S. 
How to 'discriminate' in hiring. Dun's, vol. 100, no. 4, October 1972, pp. 105,109, 112. 


A spoof on the plight of personnel officers who must comply with equal employment 


laws a at the t meet the demand for candidates of specific ages. Bernstein 
upee at a systen sed on first names can sort applicants by age without offend- 
anyon 
12-38 1e152.9 .B57j 
Blair, Philip M 
ob discrimination and education; an investment analysis; a case study of Mexican- 


n Santa Clara County, California. New York, Praeger, 1971. 250 pp. 
dy is an attempt to determine the economic benefit of education to the 
ican population of Santa Clara County, California, as compared to the 


uropean-A population of the county. The major conclusion reached from 
this study is that the low rate of return on education among Mexican-Americans is a 
result of discriminatory ages rather than the effects of schooling. "The findings 

f this study have implications for the likelihood of ethnic discrimination in school 
and employment and for the prospects for Mexican-Americans' occupational mobility. 


rest an explanation of why minority students drop out of school at a 
han io majo. students." 
Published in cooperation with Stanford University, International Development 


aucat er 
12-39 Te152 .Cl3eq 
Caivert, Robert. Jr. 


mployment opportunity for minority group college graduates; locating, recruiting, 
mp loying. Garrett Park, Md., Garrett Park Press, 1972. 247 pp. 
Designed as an aid to organizations in recruiting and retaining minority group 
llege presente this publication covers the location, education, and employment 
atus of ority groups; methods of preparing your organization for recruiting 


e of minority groups; sources for locating potential minority employees; and 
hods of interviewing, appraising, testing and retaining minorities. Deals pri- 
sith Negroes, Indians, Spanish Speaking Americans, and Orientals. 
nine, "The law, enforcement organizations and equal employment principles," 
provides summaries of the authority and responsibilities of Federal agencies, including 
the Equai Empiovment Opportunity Commission, the Office of Federal Contract Compliance 
and the U.S. Civil Service Commission. 

E ve bles provide data on minority populations, university enzollment, 

t ies and sororities, newspapers, periodicals and radio stations, CPA firms, 
banks, etc. Extensive bibliography. 
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EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 


12-40 .C73n 1972 
Commerce Clearing House, Inc. 
New 1972 Equal Employment Opportunity Law with explanation; the Civil Rigits Act of 
1964 (Title VII) as amended by the Equal Employment Opportunity Act of 1972 (as 
passed by Congress and sent to the President on March 13, 1972). New York, 1972. 
71 
This explanation of the provisions of the 1972 Amendment includes an analysis 
of the responsibilities and authority of the U.S. Civil Service Commission in 
eliminating employment discrimination in the Federal government. 


12-41 
Flickinger, Harry. 
Three factors for success at the Office of Management and Budget. The Bureaucrat, 
vol. 1, no. 3, Fall 1972, pp. 256-258. 
Description of the Equal Employment Opportunity Affirmative Action Plan at the Office 
of Management and Budget. Though directed primarily at the employment of minorities, 
it is applicable also to opportunities for women. 


12-42 

Galloway, Robert W. 
The Phoenix affirmative action experience. Good government, vol. 89, no. 3, Fall 
1972, pp. 8-11. 

The National Civil Service League's Pace Maker program was used by the City of 
Phoenix to identify aspects of the public employment system which were limiting the 
employment of minorities and to determine areas of the system where changes were 
necessary. Phoenix's personnel director describes some of the activities which the 
personnel department has undertaken as a result of the recommendations of the Pace 
Maker report and reviews the results of these efforts. 


12-43 
Hambrick, Betty. . 
Progress through positive approach. Journal of Navy civilian manpower management, 
vol. 6, no. 2, Fall 1972, pp. 24-28. 
Pensacola Naval Complex's Public Service Careers Program is a worker-trainee pro- 
gram for which the only eligibility requirement is that the individual have "no 
marketable skills." Explains how the program operates and mentions that two advantages 


of the program have been upward mobility of lower level employees and increased minority 
employment. 


12-44 
Hiring and promotion quotas seen as threat to merit system. The Office, vol. 76, 
no. 4, October 1972, pp. 50, 53, 55. 
Comments on the use of quota systems, describes the positions of Senator McCovern 
and President Nixon, and points out policies of certain Federal agencies with respect 
to the use of quotas or proportional representation. 


12-45 
Ingle, Edward. 


The Negro in the District of Columbia. Freeport, N.Y., Books for Libraries Press, 
1971, c1893. 110 pp. 
This reprint of an 1893 history of the Negro in Washington, D.C., focuses pri- 


marily on social conditions (employment, education, religion, etc.) from the 1860's 
to the 1890's. 
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EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 
12-46 HM146 
Jenckes, Christopher-and others. 

Inequality; a reassessment of the effect of family and schooling in America, New 


York, Basic Books, 1972. 399 pp. ; 
¥ The authors focus o1 the causes and cures of individual rather than group in- 


equality. 
Partial contents: Chap. 6. Inequality in occupational status; chap. 7. Income 
inequality; chap. 8. Inequality in job satisfaction. 


12-47 Tech. Rpts. 
Jobs for Progress. 
A report on Operation SER (Broadening Employment Opportunities for Mexican- Americans). 
Santa Monica, Calif., 1968. 65 pp. ( PB- 199-510) 

"Operation SER's purpose was to develop manpower program activities for the Mexican- 
American minority groups in the Southwestern States of Texas, New Mexico, Colorado, 
Arizona, and California. The objective of the project was to enhance and draw on 
the capabilities of major organizations representing Spanish-Americans in order to 
develop programs to broaden employment opportunities for this group of people." 


12-48 Te152.5 .J7I1t 
Jones, James E., Jr. 
To rouse "A slumbering giant"--government contracting and equal employment initiatives 
for the 1970's. Madison, University of Wisconsin, 1971. 49 pp. (Reprint no. 149) 
"The first half of this article examines the administrative and organizational 
changes in the Federal Contract Compliance program which were instituted during the 
period in which Secretary of Labor George P. Shultz directed the Department using 
selected analyses of weaknesses in that program as points of departure."" In the second 
part, the revised Philadelphia Plan and "home town solutions" such as the Chicago Plan 
are examined and compared as examples of new initiatives in equal employment opportunity 
in the construction industry. 
Reprinted from: Labor Law Developments, 1971, pp. 151-199, Proceedings of 17th 
Annual Institute on Labor Law, Southwestern Legal Foundation, Matthew Bender, New York, 
1971. 


12-49 1e438 .L6J78b 
Josey, E. J., ed. 
The black librarian in America. Metuchen, N.J., Scarecrow, 1970. 336 pp. 

"This volume is an agonizing appraisal of the black librarian and his relationship 
to libraries and librarianship in America."' The 25 essays examine the role and ex- 
periences of black librarians in library education and in public, academic, special, 
and government libraries. ''These essays give unassailable evidence that discrimination 
in employment and promotional opportunities has been rampant and blatant." 


12-50 
Kranz, Harry. 
Government by ALL the people; the why and how of a more representative public service. 
Good government, vol.89, no. 3, Fall 1972, pp. 1-7. 
After examining the current state of minority employment in public service and 
some of the adverse effects of under-representation, the author lists several benefits 


of a representative public service and some devices that could be used to increase 
minority employment. 
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EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 


12-51 
Manpower programs and the Spanish-speaking. Manpower, vol. 4, no. 9, September 1972, 
entire issue. 
This issue is devoted to articles about Spanish-speaking minority groups and the 
manpower training programs designed to serve the specific needs of these groups. 
Contents: Progress report--the quest for equity; unique needs of Hispanos better 
recognized today but much remains to be done, by Malcolm R. Lovell, Jr.; The Job 
Corps learns Spanish; special centers, bilingual, bicultural programs mark efforts to 
help Spanish-speaking youth, by Gloria Stevenson; A chance to be; Operation SER 
offers array of services in 29 communities, by Patricia Marshall; Forum for action; 
Puerto Rican group concentrates on manpower and business development, by Emil M. 
Aun; Cutting into poverty; SABER seeks unity among Hispanos as well as jobs and 
training; America's Spanish-speaking: a profile, by Henry M. Ramirez; and Making 
every opportunity count; residents of California barrios welcome chance at "New Careers}! 
by Edwin F. Harris. 


12-52 

Ornati, Oscar A. and Ant':ony Pisano. 
Affirmative action: why isn't it working? Personnel administrator, vol. 17, no. 5, 
September-October 1972, pp. 50-52. 

The authors explain why the affirmative action programs of business organizations 
have been largely unsuccessful in accomplishing the objectives of increasing minority 
employment and redistributing minorities among occupational groups. Lists and dis- 
cusses what the authors feel to be"essential characteristics of action oriented 
programs which yield significant results...." 


12-53 Ie152 .P38st vol. 4 
Pennsylvania. University. Wharton School of Finance and Commerce. 
Negro employment in southern industry; a study of racial policies in five industries, 
by Herbert R. Northrup and others. Philadelphia, 1970. 1 ve (Studies in Negro 
employment, vol. 4) 
This volume includes the studies of Negro employment patterns in the paper in- 
dustry, the lumber industry, the tobacco industry, the bituminous coal industry, and 
the textile industry. 


12-54 Iel152 .P6la 
Pierre, George. 
American Indian crisis. San Antonio, Naylor, 1971. 216 pp. 


George Pierre, Chief of the Colville Confederated Tribes of Washington, examines 
the present status of life for the reservation Indian. He recommends changes in the 
operations of Federal agencies concerned with Indians, particularly the Bureau of 
Indian Affairs,and suggests several ways in which Federal Indian policy could be 
revised in order to promote the economic, political, and social fulfillment of the 
Indian people. Education is emphasized as the best way to bring Indians into the 
mainstream of American life. 


12-55 Ie152 .P97b 
Purcell, Theodore V. and Gerald F. Cavanagh. 
Blacks in the industrial world; issues for the manager. New York, Free Press, 1972, 
358 pp. 


Following an analysis of changes in racial employment during the last century, the 
authors discuss findings of their studies which sought to determine the attitudes of 
management and workers in the electrical manufacturing industry toward minority em- 
ployment. Implementation and effectiveness of equal opportunity programs and policies 
of several major firms in the industry are examined. 
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EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 
12-56 
Race, sex and jobs. Change magazine, vol. 4, no. 8, October 1972, pp. 24-35. 

In part one, "The drive toward equality," of this two-part article on equal employ- 
ment opportunity in academic institutions, J. Stanley Pottinger explains the two wanee 
concepts in Executive Order 11246--nondiscrimination and affirmative action. In "The 
politics of quotas," John H. Bunzel, President of California State University ‘fon 
Jose), expresses the fear that academic excellence will be undermined because "HEW's 
strategy of Affirmative Action seeks to apply remedies that are not suitable to the 
specialized conditions in the academic world." 


12-57 Ie152 .R74p 
Rothman, Jack, ed. 
Promoting social justice in the multigroup society; a casebook for group relations 
practitioners. New York, Association Press, 1971. 253 pp. 
Unit 2. Equality of opportunity vs. preferential treatment: discrimination in 
public employment--the police. 
Published in cooperation with Council on Social Work Education. 


12-58 

Turner, Ed. 
A helping hand for prisoners. Journal of Navy civilian manpower management, vol. 6, 
no. 2, Fall, 1972, pp. 6-9. : 

Four data processing employees from the Naval Ammunition Depot at McAlester, 
Oklahoma, are serving as computer programming instructors in a rehabilitation program 
for long term inmates at the Oklahoma State Penitentiary. Explains how the program was 
developed and how inmate participants are selected. 


12-59 1e436 ©.Un365w 
U.S. Commission on Civil Righis. 


Who will wear the badge? a study of minority recruitment efforts in protective 
services; a report..., by Richard J. Margolis. Washington, U.S. Govt. Print. Off., 
1971. 33 pp. (Clearinghouse publication no. 25) 

"This report examines the barriers to minority recruitment by police departments 
and fire departments throughout the United States, and explores a variety of local 
efforts to surmount these barriers."" Policies of police departments in Detroit, 
Miami, Washington, Denver, Waterloo (lowa), and the state organizations in Michigan, 
California, and Connecticut, served as the basis for this report. Data on fire 


department policies were obtained from some of the same cities plus the County of 
Los Angeles. 


12-60 
U.S. Department of Transportation. : 


Report on minority group and female employment in the..., as of May 31, 1971. 
Washington, 1972? 15 pp. 
Data on employment of minorities and women in the Department are analyzed by grade 


level, pay system, and employing agency. Statisticsfor 1970 are included for com- 
parison. 


1e152.5 .Un77r 1971 


12-61 
Urban Observatory of San Diego. 


A study of problems and methods of police recruitment with particular consideration 
to the recruitment from disadvantaged minorities, by James A. Gazell. Springfield, 
Va., National Technical Information Service, 1971. 80 pp. (PB-207-954) 

"This report summarizes the existing public knowledge about police recruitment 
practices across the United States." It then reports the findings of a study which 
examined the San Diego Police Department recruiting practices directed toward Negroes 


and Mexican-Americans and the attitudes of minority-group officers toward these prac- 
tices. 


Tech. Rpts. 
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12-62 Tech. Rpts. 
Wisconsin. University. Center for Studies in Vocational and Technical Education. 
Negroes in the white-collar labor market; training, employment, and attitudes, by 
Kirk R. Petshek. Bethesda, Md., Leasco Information Products, 1971. 123 pp. (ED-054-440) 
This study examines "the differences in the experiences of white and Negro workers 
in obtaining and retaining employment in the white-collar labor market." 


EXECUTIVES 


12-63 1d33_ .C76b 
Conarroe, Richard R. 
Bravely, bravely in business; 32 ground rules for personal survival and success in 
your job--any job. New York, American Management Association, 1972. 184 pp. 
Conarroe offers these rules of personal behavior as a means of achieving success 
and satisfaction in business careers. 


12-64 

Gooding, Judson. 
The art of firing an executive. Fortune, vol. 86, no. 4, October 1972, pp. 88-91, 
178. 

Describes various approaches companies have used to fire executives and explains 
that there are some basic requirements of executive firing which will ease the 
trauma of the situation. The executive should be told clearly that he is being 
fired and why and how his departure will be made public. Describes the services 
of "outplacement" organizations which some firms make available to fired executives. 


12-65 

Hulme, Robert D. and John C. Maydew. 
A view of the top; a study of collective management organization. Business horizons, 
vol. 15, no. 5, October 1972, pp. 19-30. 

Two research studies of management organization by the consulting firm of Towers, 
Perrin, Forster & Crosby, Inc. provide the basis for the information presented here 
concerning the use of two or more individuals to perform the functions of the top 
corporate executive. Case studies of the formalized practice of collective management 
are presented along with cases where the firm approaches this type of organization but 
has not formalized it. Variations between the development of collective management in 
North America and Europe are pointed out, and conditions which may further the use of this 

: form of management structure are described. 


12-66 

Mantell, Leroy H. 
The systems approach and good management; an argument for the "whole" approach. 
Business horizons, vol. 15, no. 5, October 1972, pp. 43-51. 

According to Mantell, there are two reasons why managers experience difficulty 
in adopting a true systems approach: "first, true system objectives are not always 
apparent to managers at given levels; /and/ second, managers are rewarded for manag- 
ing their own organizations and not for optimizing total enterprise performance." 
Suggests that elimination of the difficulties will not be possible until management 
compensation is related to whole system rather than sub-system performance. 


12-67 

Meade, Thomas M. 
Executive promotions: does familiarity breed oversight? Personnel,vol. 49, no. 5, 
September-October 1972, pp. 45-48. ‘ 

Meade, the president of an executive recruiting firm, says that top executives 

often overlook their internal resources when they insist on recruiting successors 
from outside the organization. Suggests several measures designed to improve the 
image of internal executive candidates and serve as training methods for top positions. 
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EXECUTIVES (Cont'd) 


12-68 


Paul, Owen A. 


The Bonfire Bonanza Man (Do managers really have problems?) S.A.M. advanced manage- 
ment journal, vol. 37, no. 4, October 1972, pp. 84-87. 

Examines the problem of what to do with the man who manages to get himself pro- 
moted by putting out bonfires. Suggests questions to be considered and recommends 
letting employees know that they are to practice good sound management principles. 

Paper presented at the Annual International Management Conference, Society 
for Advancement of Management, Phoenix, Arizona, May 22-23, 1972. 


12-69 

Rees, Dewi. 
Top jobs, top people. Personnel management (Gt. Brit.), vol. 4, no. 10, October 1972, 
pp. 26-29. 


Reviews the development and past operation of the Professional and Executive 
Register of the British Department of Employment. The Register's director explains the 
recently adopted organizational changes and describes the services to be provided. 


12-70 
Rosen, Daniel. 
The profitable nonprofit field. Dun's, vol. 100, no. 4, October 1972, pp. 97, 99. 
Reports that top executive talent is finding the nonprofit organization an attrac- 
tive job option. 


12-71 
Triebal, Joanne. 
Your wife: a prisoner of your success? Management review, vol. 61, no. 10, October 
1972, pp. 46-49. 
The author discusses two sources of stress on the successful manager's wife and 
family which may lead to unhappy relationships--being subjected to the husband's 
job transfers and the husband's attitudes toward his wife, family, and home life. 
Includes questionnaire for manager to use in determining how his job is affecting 
his marriage. 
Condensed from Industry Week, June 26, 1972. 


12-72 

Wager, L. Wesley. 
Organizational 'linking pins': hierarchical status and communicative roles in 
interlevel conferences. Human relations, vol. 25, no. 4, September 1972, pp. 307- 
326. 

"Managers who participate as superordinates and subordinates in staff con- 
ferences which are held at adjacent organizational levels function as organiza- 
tional 'linking pins' and integrate highly differentiated multi-level organiza- 
tional units. In either of these two statuses, managers may adopt information and 
opinion seeking and information and opinion giving roles, among others." 

Subjects of this research were 1,544 managers from an emerging and an established 
division of a large manufacturing and engineering company. 


12-73 
Welch, Susan and James S. Bowman. 
The nonpartisan legislature: does it affect political careers? National civic 
review, vol. 61, no. 9, October 1972, pp. 451-456. 
This study, an attempt to determine some effects of a nonpartisan Nebraska legisla- 
ture, examines the vocations of persons elected to the legislature, the proportion 
of high state officials who have had legislative experience, and the amount of turn- 
over in the legislature during the period 1900-1970. Findings are compared with 
similar data from two states with partisan legislatures, lowa and Wisconsin. 
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EXECUTIVES--ABILITIES AND CHARACTERISTICS 


12-74 .B73D15b 
Daland, Robert T. 

Bureaucracy in Brazil; attitudes of civilian top executives toward change. Austin, 

University of Texas, Institute of Latin American Studies, 1972. 39 pp. (LADAC 

occasional papers, Series 2, no. 4) 

This study examined the attitudes of 325 top level civilian executives in the 

Brazilian government toward the need for greater efficiency, for a high level of 
| innovation, for deconcentration of decision-making and action, for substantive 
structural changes, and for effective implementation of plans. It was concluded 
that changes in the bureaucracy were not likely to occur in the near future be- 
cause the majority of subjects did not possess the attitudes assumed to be necessary 
for change. The final portion of the report examined the impact of the military in 
the civil bureaucracy. 

Paper presented at National Conference on Comparative Administration, Syracuse, 
New York, April 1971. 


12-75 

| Oncken, William, Jr. 

The authority to manage; what is it? Manage, vol. 24, no. 8, September-October 
1972, pp. 12-15. 

After defining authority, Oncken describes its four basic components (competence, 
character, personality, and position) and explains how an individual can strengthen 
i himself in the first three areas. The author then discusses how the four com- 
ponents operate and when and how to use each one. 


12-76 1e124.9 .Pi4y 
Page, Martin. 
} The Yam Factor and other insights into the lives and customs of the executive tribes of 
America. Garden City, N.Y., Doubleday, 1972. 293 pp. 

"In this book there are many ... revelations of theclose and sometimes startling 
behavioural relationship between corporation executives and tribal savages. It is 
addressed to those ready to apply its lessons to their own careers, before they are 
applied by others against them." 


12-77 
Perham, John C. 
j Room at the top. Dun's,vol. 100, no. 5, November 1972, pp. 50-56, 132. 

The trend toward-early retirement, new business methods, and increased executive 
mobility are some of the factors responsible for the increasing number of younger men 
becoming top corporate executives. Accompanying table shows names and ages of the chair 
men and presidents of 300 major U.S. firms representing various industries. 


12-78 

Reddin, W. J. 

' Let's change the role of the MBO specialist. Canadian personnel and industrial 
relations journal, vol. 19, no. 5, October 1972, pp. 53-55. 

Reviews the skills required by the internal management by objectives specialist, 
the common errors he makes, the placement of the position in the organization, the 
relationship of this position to the MBO committee, and the duretion of the appoint- 
ment. Explains that the MBO specialist "is really a change agent. His major skill 
is in sensing the real reasons for resistance and knowing how to resolve them." 


12-79 Id22 .R58t 
Rochester. University. Management Research Center. 
Transnational data bank report, by Gerald V. Barrett and others. Rochester, N.Y., 
1972. 78 pp. (Technical report 46) 
; "This report describes and documents the Transnational Data Bank, developed by the 
Management Research Center. The data bank allows the researcher to look at economic, 
political, ecological ,psycho-social, and managerial attitude variables at an aggre- 
gate level across nations and across subdivisions of the U.S. ... The report also 
provides detailed instructions for accessing and using the data bank." 
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EXECUTIVES--ABILITIES AND CHARACTERISTICS (Cont'd) 
12-80 .W38t 


Webber, Ross A. 


Time and management. New York, Van Nostrand Reinhold, 1972. 167 pp. 

Deals with attitudes toward time, practical ways to manage time, distortions in 
decision-making related to time, and philosophical issues about the "time-binding role 
of management--integrating the past, guiding the present, and anticipating the future." 


EXECUTIVES - - PAY 


12-81 
Golightly, Henry 0. and William L. White. 
Pros and cons of tailor-made executive compensation. Compensation review, vol. 4, 
no. 4, Fourth quarter 1972, pp. 27-35. 
Providing individualized executive compensation packages as a means of attract- 
ing, retaining, and motivating top executives can present several administrative 
problems. The authors discuss some of these problems and how to avoid or handle 
them. They also mention certain things which they have found executives do not want in 


compensation packages and describe several new benefits which may be incorporated into 
the executive's total compensation. 


12-82 
Mruk, Edwin S. and Paul E. Sussman. 
Phase two: executive compensation. Compensation review, vol. 4, no. 4, Fourth quarter 
1972, pp. 41-46. 
Explains that executive performance can be appropriately rewarded while Pay 
Board regulations are followed and discusses how these regulations affect incentive 
plans, stock options, and deferred compensation. 
Condensed from Arthur Young Journal, Spring-Summer 1972. 


12-83 

Sibson, Robert E. 
Executive pay--onus on thebonus. Nation's business, vol. 60, no. 11, November 
1972, pp. 69-73. 

“Salaries are up 7 per cent as usual, despite guidelines--but Pay Board rulings have 
put a crimp in incentive plans." Summary of Sibson & Cos Eighth Annual Management 
Compensation Study. Includes salary tables for chief executive officers and for 
division and functional managers. 


EXECUTIVES --RESPONSIBLLITIES 


12-84 

Patton, John A. 
The working director--management's middleman. Conference Board record, vol. 9, no. 10, 
October 1972, pp. 36-39. 

Examines the benefits and the problems of having a "working" corporate director 

who "peeks and probes and performs in areas where an outside board member would nor- 
mally not be welcomed. Yet he does not execute policy; he works and gets results 
through other people." Briefly mentions how working directors are usually compensated. 


EXECUTIVES --SELECT LON 
12-85 
Berkwitt, George J. 
The panic in promotions. Dun's, vol. 100, no. 5, November 1972, pp. 57-59, 136. 

Improved business conditions have opened up many management positions, but some corpora- 
tions are finding themselves faced with a shortage of qualified personnel due to cutbacks 
in management development programs during the early 1970's. This situation, along with 
the need to promote some managers in order to keep them from leaving the firm, has caused 
hurried executive promotions in which the abilities of the manager have not been fully 


assessed. Cites several cases where the promotion panic has proved detrimental to the 
firm's operation. 
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EXECUTIVES-- SELECTION, (Cont'd) 


12-86 

Jain, Harish C. 
Survey of staffing practices in Ontario manufacturing. Canadian personnel and 
industrial relations journal, vol. 19, no. 5, October 1972, pp. 13-17. 

Some "major findings of this survey are that managers are recruited both from 
inside and outside the company; that private employment agencies are the primary 
source of external managerial recruitment; ... that manpower planning beyond one year 
is not widely practiced; that the final decision to hire is made by line officials 
assisted by personnel directors; ... and that employment interviews and previous on- 


the- job experience are the predominant selection tools in arriving at the hiring 
decision." 


12-87 Tech. Rpts. 
Thornton, George C., III. 
The validity of assessment centers. Bethesda, Md.,Leasco Information Products, 1971. 
36 pp. (ED-050-411) 
"This paper summarizes a review of the recent literature in search of evidence for 
the validity of industrial assessment centers." 
It also “reports the lack of evidence presented with regard to the effectiveness 
of assessment centers as an approach to management development." 


Paper presented at Rocky Mountain Psychological Association Convention, Denver, 
Colorado, May 12-15, 1971. 


EXECUTIVES--TESIS 
12-88 
Uris, Auren. 


Test your executive skills. Nation's business, vol. 60, no. 11, November 1972, pp. 74-75. 
A test for the executive to assess his performance in three areas of his job: or- 
ganization-dictated activities, job-dictated activities, and self-dictated activities. 


EXECUTIVES- -TRALNLING 


12-89 

Barrett, Richard A. 
A model for the evaluation of management development seminars and a test application 
thereof. n.p., The Author, 1972. 223 pp. 

The author's research is a test of the hypothesis that “in spite of widely ex- 
pressed pessimism and skepticism about the evaluation of management development and 
training, there is currently available an adequate supply of tested and solidly 
based research data to serve as a foundation for the present development of useful 
approaches to such evaluation." From a review of the literature, Barrett develops 
a model for evaluating the general objectives management seminar type of management 
development program and tests the model at the “Management of Organizations" seminar 
conducted at the Kings Point, New York, and Oak Ridge, Tennessee, Executive Seminar 
Centers operated by the U.S. Civil Service Commission. 

12-90 

Clary, Thomas C. 
Transactional analysis. Training and development journal, vol. 26, no. 10, October 
1972, pp. 14-19. 

"Transactional analysis is a means by which an individual can diagram interpersonal 
actions, or transactions, and then analyze them to determine barriers and ways the 
barriers can be removed." The author explains how this technique has been incorporated 
into the supervisory training program which the University of Oklahoma conducts for 
U.S. Postal Service employees. Although better techniques are needed for evaluating 
the use of transactional analysis, the initial results of its use have been promising 
enough for TA to be adopted as a teaching method. 


PR 1e424.5 .B27m 
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EXECUTIVES--TRAINING (Cont'd) 
12-91 
Clary, Thomas C. 
Transactional analysis in executive development. The Bureaucrat, yol. 1, no. 3, Fall 
1972, pp. 293-298. 
Clary explains transactional analysis and, on the basis of using it in a 
course for management personnel of the U.S. Postal Service at the University 
of Oklahoma, recommends it as a method for training managers in human relations. 


12-92 1e424.9 .C88p 
Crotty, Philip T., Jr. 
Professional education for experienced managers; a comparison of the MBA and execu- 
tive development programs. Boston, Northeastern University. Bureau of Business and 
Economic Research, 1970? 166 pp. 
"This is an analytical and comparative study of Northeastern University's MBA 
and Management Development (MDP) programs as representative of university MBA and 
MDP programs generally."' The emphasis is on the measurement of "the perceived 
effects on participants of their attendance and completion of either the MBA or MDP 
in terms of their needs and objectives." Participants in the study were 1967-69 
graduates of the two programs who were all over 30 and experienced managers prior to 
entering the program. 


12-93 M-Film 
Davis, Charles S. : 
Factors affecting the selection and use of university-sponsored executive development 
programs. Ann Arbor, Mich., University Microfilms, 1972. 201 pp. 


ment programs sponsored by the following universities: Illinois, Michigan, Indiana, 
Northwestern and Ohio State. Findings indicate "that organizations generally 


sponsored executive development programs." It was also revealed that organizational 
officials were generally satisfied with the results of the program and program evalua- 
tion was usually a subjective report from the participant. 

Doctoral dissertation, Ohio State University, 1971. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 8, February 1972, pp. 4394-A-4395-A. 


12-94 
ee Hand, Herbert H. and John W. Slocum, Jr. 
oy A longitudinal study of the effects of a human relations training program on managerial 
effectiveness. Journal of applied psychology, vol. 56, no. 5, October 1972, pp. 412- 
417. 

By means of a pre-training measurement of managerial attitudes and effectiveness 
and a similar measurement 18 months after a middle-management human relations training 
program, this research attempted to determine if the training was effective in changing 
the attitudes and improving the performance of the trainees. The steel plant managers 
who received the training exhibited positive attitude and performance changes while 
; the control group developed more impersonal attitudes toward human relations and 
ye. were rated as less effective managers by their superiors. 


12-95 1e417.5 .In2d 
Z India. Department of Personnel. Training Division. 

Development of administrators in selected countries. New Delhi, 1972. 59 pp. 

(Training monograph no. 13) 

Methods of developing senior level civil service administrators in Australia, 
Ceylon, Iran, Korea, Malaysia, Nepal, and the Philippines are reported. Also 
included are the recommendations for senior administrator development resulting from 
seminars sponsored by the United Nations and the Economic Commission for Asia and 
the Far East. 

12-96 

Steel, Munro H. 

An organized evaluation of management training. Personnel journal, vol. 51, no. 10, 
October 1972, pp. 723-727. 

The author explains that an evaluation of management training requires more than a 
questionnaire examining participants' opinions of the training. Reviews four-phase 
approach suggested by Donald L. Kirkpatrick which includes analysis and evaluation 
of the participants' reactions, learning and behavioral change and of results as 
measured by comparison of cost of training and savings achieved because of training. 


This study examined various factors related to corporate use of the executive develop- 


do not have any formal definition of what they want to achieve from the use of university- 
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EXECUTIVES--TRAINING (Cont'd) 


12-97 Tech. Rpts. 
Thorne, Carlton E. 
The Air Force advanced education system. Wright-Patterson AFB, Ohio, Air Force 
Institute of Technology, School of Engineering, 1970. 114 pp. (AD-874-248) 
"The report systematizes graduate education in the United States Air Force and 
examines all elements of the system as they relate to the system objectives. It 
covers the establishment of advanced degree requirements, the sources of graduate 
degrees, and the utilization of advanced degrees. ... The factors which affect 
the retention of officers with advanced degrees are examined." 
Master's thesis, Air Force Institute of Technology, Wright Patterson AFB, Ohio, 
1970. 


12-98 
Veale,Donald G. 
The Niagara Institute: a new learning experience. Canadian personnel and industrial 
relations journal, vol. 19, no. 5, October 1972, pp. 38-39. 
Explains the basic objectives of the Canadian-American established Niagara Institute 
for International Studies and reviews the program of the first Niagara Executive 
Seminar in Humanities and Social Sciences held last May. 


12-99 


Willatt, Norris. 
Europe's new management medicine. Management today (Gt. Brit.), October 1972, 
pp- 78-81, 154, 158. 

European schools and companies are reevaluating the use of U.S. management edu- 
cation and training theories and practices as it has become apparent that executives 
coming from these programs have difficulty in implementing their new knowledge in their 
own company environment. Describes changes in programs at Europe's major business 
schools. One leading Swiss firm, Ciba-Geigy, has chosen to make management develop- 
ment primarily an internal effort although they do send executives to the business 
schools in certain situations. 


FREEDOM OF INFORMATION 
12-100 
Andronicos, Bill. 
/Two-part_series on problems affecting the effective use of the Freedom of Informa- 
tion Act./ Federal times, vol. 8, no. 31, October 11, 1972, pp. 1, 21; and no. 32, 
October 18, 1972, p. 15. 

Part one, "Press, government seen sharing blame for information lag," explains 
why a report from the Foreign Operations and Government Information Subcommittee of 
the House Committee on Government Operations blames the Federal government and news- 
paper publishers for "laxity in enforcement of the Freedom of Information Act ...." 
Part two, "Public information officers often suffer from agency indifference," re- 
views parts of the subcommittee's report criticizing agencies for failing to inform 
their public information officers and to record data on the administration of the 
Act. 


FRINGE BENEFITS 
12-101 


/The 501(c)(9) trust7. Compensation review, vol. 4, no. 4, Fourth quarter 1972, 
pp. 10-19. 

Richard S. Raskin in "The 501(c)(9) trust: self-insuring benefits," mentions 
several reasons why employers have been reluctant to set up a trust for employee 
benefits according to Section 501(c)(%) of the Internal Revenue Code. He then 
examines some of the considerations in making the decision to use a trust. In 
"The 501(c)(9) trust: a company experience," A. Spencer McManes and John Franco of 
Westvaco Corporation explain why their firm adopted a trust for long term dis- 
ability benefits and discuss some of the advantages and disadvantages they have 
observed since implementing the program. 
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FRINGE BENEFITS (Cont'd) 


12-102 
Freeman, Thomas W. 


Matching concept to content--employee benefit communications programs. Personnel 
journal, vol. 51, no. 11, November 1972, pp. 823-826, 861. 

With the current stress on controlling personnel costs has come an increasing 
focus on the need to communicate the relationship of employee benefits to a com- 
pany's goals. Freeman stresses management's need to recognize a professional approach 
to communicating benefits. He advocates the use of individual benefit statements 
and dramatic, audio-visual, educational sessions for small groups of employees. 


12-103 1e59 .Unl7p 


U.S. Bureau of Labor Statistics. 


Philadelphia municipal employees; compensation chronology, 1953-1971. Philadelphia, 
' 1971. 34 pp. (Regional report no. 3) 

This report traces the movements of salaries and benefits of Philadelphia police- 
men, firefighters, nonuniformed employees, and public school teachers during the 
period 1953-1971. Benefits include holidays; vacation and personal leave; sick, 
military and jury leave; life insurance; health benefits, retirement plans and cloth- 
ing allowance. 


HANDICAPPED 


12-104 Tech. Rpts. 
Abilities Inc. of Florida. ; 

Employment of the physically handicapped in a competitive industrial environment. 
Bethesda, Md., Leasco Information Products, 1966. 31 pp. (ED-052-349) 

"The objective of this project was to develop a center for the employment of 
severely disabled and older workers in a competitive industrial environment. ... More. 
over, in addition to placing employees in existing jobs. Abilities is working to 
reeducate the community so that new jobs for the disabled may be developed." 

12-105 

Bennett, Keith W. 

"We want to hire the handicapped, but...."' Management review, vol. 61, no. 10, 
October 1972, pp. 54-55. 

Discusses several reasons why employers still hesitate to hire the handicapped 
despite proof that they are often superior workers. 

Condensed from Iron Age, July 20, 1972. 


12-106 
Dean, Russell J. N. 
New life for millions; rehabilitation for America's disabled. New York, Hastings 
House, 1972. 180 pp. 
A history of rehabilitation's modern revolution and of six giants of the 20th 


century drama: Jeremiah Milbank, John A. Kratz, Henry H. Kessier, Frank H. Krusen, 
Howard A. Rusk, and Mary E. Switzer. 


12-107 

Hartmann, Paul. 
A study of attitudes in industrial rehabilitation. Occupational psychology (Gt. 
Brit.), vol. 46, no. 2, 1972, pp. 87-97. 

Because attitudes developed as a result of unemployment and disablement may hinder 
adjustment to a normal working life, this study was designed to validate the assumption 
that a course at a Department of Employment Industrial Rehabilitation Unit will improve 
aclient's attitudes. Results of this study support the assumption. "The significant 
decrease found in the ‘attitude’ that we called inadequacy gives good reason for be- 
lieving that a course of industrial rehabilitation may help to restore a man's self- 


confidence, improve his self-image, reduce his anxiety and feelings of insecurity and 
inadequacy." 


1e361 .D34n 


20 


7 
| 
‘ 
|_| 


HANDICAPPED (Cont'd) 
12-108 Ie361 .L66a 
Leopold D. 
ey oon pee the handicapped; a comparison between Europe and the United States. 
Springfield, I11., C. C. Thomas, 1972. 118 pp. 
Reports on attitudes in selected European countries as discovered in a survey. 
Includes chapters on attitudes revealed in the media. 


12-109 
Schweisheimer, W. 
Diabetic workers are 100 percent efficient. Supervision, vol. 34, no. 11, November 
1972, pp. 24-25. 
Comments on the increasing number of diabetic workers and presents the standards 
for industrial workers with diabetes of the American Diabetic Association. 


HEALTH MANPOWER 


12-110 
Adams, John K, 
Physician's assistant: a new medical profession. Opportunity, vol. 2, no. 7, 
August-September 1972, pp. 17-19. 
Describes the physician's assistant educational program at Northeastern University 
which is supported by the Office of Economic Opportunity. Includes comments from 
students on their reactions to the program and this health care field. 


12-111 


Gartner, Alan and Frank Reissman. 

The performance of paraprofessionals in the mental health field. Bethesda, Md., 
Leasco Information Products, 1971. 26 pp.  (ED-055-273) 

"A major concern of this article is to document the role of paraprofessionals in 
providing services for clients in the mental health and psychiatric fields. ... 
The multiplicity of evidence ... leads to the conclusion that paraprofessionals play 
an important role as treatment agents and contribute to the improved mental health 
of clients and patients in highly significant, often unique ways." 

Prepared for American Handbook of Psychiatry. 


12-112 

Levy, Stephen J. 
Drug abuse in business: telling it like it is. Personnel, vol. 49, no. 5, September- 
October 1972, pp. 8-14. 

Prompted by recent studies indicating extensive drug abuse problems in business 

and industry, the author's study was aimed at determining the personal characteristics 
(age, sex, ethnic background, educational level, type of employment, income level, 
length of drug use, and type of drugs used), the on-the-job criminal behavior, and the 
methods of covering drug use of 95 subjects who had used drugs while employed. 


Tech. Rpts. 


12-113 

Murphy, Betty. 
Minorities in medicine; 1,2,3. Opportunity, vol. 2, no. 7, August-September 1972, 
pp. 4-16. 

As a means of making professional health careers accessible to members of minority 
groups, the Office of Economic Opportunity's Office of Health Affairs has funded 
various minority health career programs during the last two years. The operations 
of three of these programs are described in detail. Part one, "Puerto Rican students 
move into medicine," describes Aspira of America, Inc.'s program of recruiting, coun- 
seling and tutoring minority students with an inclination toward health careers. 

Part two, “Black medical students get academic assistance," explains the Howard Univer- 


sity College of Medicine's academic reinforcement program. Part three, "Indians, Mexican 


Americans need doctors, health workers," reviews the Med-Start program of the Univer- 
sity of Arizona Colleges of Medicine. 
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HUMAN RELATIONS 

12-114 

Soliman, Hanafi M. 

Dealing with the informal group. Supervisory management, vol. 17, no. 10, October 
1972, pp. 39-42. 

Explains why knowledge of the informal work group is valuable to the supervisor and 
how he can analyze the nature and operations of his group. 

Condensed from Industry Week, vol. 173, no. 11, 1972. 


INDUSTRIAL RELATIONS 

12-115 

Patten, Thomas H., Jr. 

New views on justice and employment relations policy in unionized and non-unionized 
organizations. Personnel journal, vol. 51, no. 11, November 1972, pp. 798-811. 
"The purpose of this article is to analyze prevailing conceptions of the employee 
relations function as it relates to justice in‘the work place and to set forth a 
constructive alternative, a coping strategy, which should be mutually beneficial to 
management, the personnel administrator, and the employee." 


INSURANCE, LIFE 


12-116 

Lee, J. Finley and Jerry S. Rosenbloom. , 

Human resource values: measurement and protection. Compensation review, vol. 4, no. 4, 
Fourth quarter 1972, pp. 51-54. 

Several approaches to human resource valuation and protection have been used or 
proposed for the use of insurance companies in indemnifying companies for the loss 

of employees through death or disability. The authors outline a system of valuation 
which combines these techniques and explain how the insurance system could be established 
and operated. 

Condensed from CLU Journal, July 1972. 


INTERGOVERNMENTAL RELATIONS 


12-117 

Guarraia, Leonora. 

Governments get it together. Civil service journal, vol. 13, no. 2. October- 
December 1972, pp. 23-27. 

An overview of the provisions of the Intergovernmental Personnel Act of 1970 and 
of how they are being implemented. "The thrust of the IPA is to heighten the effec- 
tiveness of personnel and personnel management through provisions for grants, talent 
sharing, training, and technical assistance. Its focus is on people serving at the 
cutting edge of government planning and action--administrative,professional, and 
technical people." 


12-118 1a20.2 .Ok4p 
Oklahoma. University. Bureau of Government Research. 

Personal and environmental influences upon the city manager's knowledge of Federal 
grant-in-aid programs, by F. Ted Hebert and Richard D. Bingham. Norman, 1972. 26 pp. 
"This monograph ... addresses itself to several important components of the grant 
process: city managers' levels of knowledge about grant-in-aid programs, and various 
personal and environmental factors contributing to that level of knowledge. 

"The study reports data from council-manager cities under 100,000 in population 

from a four-state area: Arkansas, Kansas, Missouri and Oklahoma." The variable found 
to be most consistently related to the manager's level of knowledge was city size. 
This publication is an extension of the authors' article "The city manager's 
knowledge of grants-in-aid; some personal and environmental influences," which 
appeared in Urban Affairs Quarterly, vol. 7, no. 3, March 1972, pp. 303-306. 
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INTERGOVERNMENTAL RELATIONS (Cont'd) 


12-119 

St. Denis, Albert J. 
A show of hands; ARS course affords dynamic interchange. Civil service journal, 
vol. 13, no. 2, October-December 1972, pp. 18-20. 

The Assistant Chief of the Training and Career Development Branch, Agricultural 
Research Service, reports on State and local participation in ARS basic super-— 
visory training. This training has been made available as a step in implementing the 
Intergovernmental Personnel Act. 


INTERNSHIP 
12-120 Tech. Rpts. 
Pohl, Leonard S. 
A success prediction equation for the intern training center. Springfield, Va., 
National Technical Information Service, 1970. 71 pp. (AD- 739-034) 

"A multiple regression equation predicting Intern Training Center grade point 
average was developed using a sample of sixty-two trainees from the Intern Training 
Center at Red River Army Depot. ... Using a stepwise procedure a final equation 
using seven independent variables and explaining 54 per cent of the variance in the 
predicted variable was obtained. The equation was also found to discriminate effec- 
tively between above average performers and below average performers." 

Master's thesis, Texas A&M University, 1970. 


INTERVIEWLNG 


12-121 
Downs, Calvin W. 
A content analysis of twenty selection interviews. Personnel administration and Public 
personnel review, vol. 1, no. 2, September-October 1972, pp. 24-31. 
"The objectives of this research were to analyze the content of 20 interviews and 
to compare the results of this analysis with the results of a questionnaire answered 
by 76 professional interviewers. In terms of the communication process, the patterns 
in the interviews corresponded closely with the answers on the questionnaire." However, 
the factors which interviewers rated as the most important in deciding to hire a can- 
didate were rarely discussed in the actual interviews. 


12-122 
Johnson, Robert L,. 
Preferential treatment required. Supervision, vol. 34, no. 10, October 1972, pp. 6-7. 
Johnson recommends that all job applicants be given preferential treatment by the 
supervisor during the job interview. Describes a case in which the supervisor has 
six applicants to interview for a single position and explains how preferential treat- 
ment can be given each applicant as a means of promoting a favorable impression of the 
supervisor and the firm. 
12-123 
Karras, Edward J. and John H. Zimmerman. 
Dimension interviewing. Personnel journal, vol. 51, no. 10, October 1972, pp. 733-736. 
The "dimension interviewing" technique used at Firestone Tire and Rubber Company 
is explained as a method of making "interview time more productive and predictive of 
job success and tenure." To date the technique has been used for college recruiting. 


JOB DES IGN 

12-124 

Scheips, Charles D. 
The humanization of work. Personnel, vol. 49, no. 5, September-October 1972, pp. 38-44. 

The results of "scientific" industrial engineering efforts have often been to create 

jobs which are uninteresting and unchallenging and to erode the role of the first-line 
supervisor. The author suggests that, with less emphasis on standards and more emphasis 
on methods improvement, industrial engineers can design jobs where the work itself 


motivates and satisfies the worker. Mentions several actions to be taken toward achiev- 
ing this objective. 
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JOB ENLARGEMENT 


12-125 
Walters, Roy W. 
Job enrichment isn't easy. Personnel administration and Public personnel review, 
vol. 1, no. 2, September-October 1972, pp. 61-66. 
Walters examines some of the problems associated with planning and implementing 
job enrichment programs. He explains how some of these problems can be resolved. 


12-126 

Whitsett, David A. 
The enriched job. Personnel administrator, vol. 17, no. 5, September-October 1972, 
pp. 53-54. 

The three characteristics of an enriched job are described and some of the problems 
encountered in a job enrichment program are enumerated. The author points out that 
the employees who are demanding more interesting work are usually the most competent 
and that enrichment programs will be necessary if these employees are to be attracted 
and retained. 


JOB EVALUATION 
12-127 
Stafford, Samuel. 
/Job Evaluation and Pay Review Task Force report/. Government executive, vol. 4, 
no. 9, September 1972, pp. 27, 30-31; no. 10, October 1972, pp. 58-59, 61; no. 11, 
November 1972, pp. 51-53. ; 
This three-part series reviews the findings of the Job Evaluation and Pay Review 
Task Force study of Federal government job evaluation and pay systems. The changes 
proposed by the Task Force (directed by Philip Oliver) are examined. 
Contents: Pt. 1. Job, pay task force finds bureaucracy resistant to changes; pt. 2. 
Federal job classification; how much rigidity can the bureaucracy stand; pt. 3. Federal 
task force finds achieving job evaluation, pay reforms is glacier-like. 


JOB SATISFACTION 


12-128 
Brooks, Thomas R. 
Job satisfaction: an elusive goal. American federationist, vol. 79, no. 10, 
October 1972, pp. 1-7. 
Several studies are examined which attempt to identify the characteristics (age, 
occupation, income,etc.) of dissatisfied workers and the causes of their dissatis- 
faction. Discusses the role of unions in securing working conditions conducive to job 


satisfaction, but suggests that management and industrial production processes often 
limit these efforts. 


12-129 

Fried, Jacob, Morris Weitman and Milton K. Davis. 
Man-machine interaction and absenteeism. Journal of applied psychology, vol. 56, 
no. 5, October 1972, pp. 428-429. 

This study investigated the hypothesis that certain, aspects of industrial work 

cause alienation; absenteeism was used as a measure of dissatisfaction. The data 
collected for 230 male employees of a paper products factory indicated that absenteeism 
was less among those workers whose job situations allowed them to set their own pace 
and adjust or correct their machines. 
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JOB SATISFACTION (Cont'd) 
12-130 
Imparato, Nicholas. 
Relationship between Porter's need satisfaction questionnaire and the job descriptive 
index. Journal of applied psychology, vol. 56, no. 5, October 1972, pp. 397-405. 
"This article investigates the construct of job satisfaction by examining the 
relationship between two job satisfaction instruments. ... It was hypothesized that 
the discrepancy scores (d scores) of one test (Porter's Need Satisfactim Question- 
naire) would be associated with significantly different amounts of satisfaction 
(measured by the Job Descriptive Index) depending on the location of d scores along 
the range of scale values. The hypothesis was confirmed with data collected from 381 
hospital /Brooklyn Veterans Administration Hospital/ employees. ... The results were : 
discussed in terms of the implications for job satisfaction measurement, especially \ 
for the technique employed by Porter and Lawler (1968)." 


12-131 
Is the work ethic going out of style. Time, vol. 100, no. 18, October 30, 1972, pp. 96-97, 
A Time essay on U.S. attitudes toward work and some of the efforts being made to 
redesign jobs and worker environments for greater satisfaction. 


12-132 1d224 .L33w 
Lasson, Kenneth. 
The workers; portraits of nine American jobholders. New York, Grossman, 1971. 
269 pp. 
A better understanding of the blue-collar worker's attitudes toward life and work is 
the goal of this book which presents nine in-depth portraits of jobhoiders: a garbage man, 
a maid, a baker, a cowl miner, a cab driver, a bricklayer, a waitress, a policeman, and a 
telephone operator. 
Prepared for Ralph Nader's Center for Study of Responsive Law. 


12-133 

Young, Esther. 
Individuality in a factory. American behavioral scientist, vol. 16, no. 1, 
September-October 1972, pp. 65-74. 

This research found that mass producers “impute meaning to the job and survive, 

not by adjusting to it but by constructing new meanings conducive to psychic sur- 
vival." Electronic plant workers were found to possess a job-related sense of in- 
dividuality due in part to brief nonverbal training. In this instance, also, "sharing 
a definition of women as nonconformers permits further expression of individuality." 


LABOR FORCE 


12-134 
Rosen, Howard. 
Recent findings underscoring the need for linking counseling and labor market in- 
formation. Bethesda, Md., Leasco Information Products, 1971. 16 pp. (ED-049-503) 
"As a result of the Manpower Development and Training Act of 1962, the need to know 
more about the labor market experience of United States citizens has been emphasized. 
The Census Bureau has been collecting data since 1966 on the labor market experience 
of four groups in our population: men 45-59 years of age, women 30-44, and young men 
and women 14-24," 
Preliminary analysis of these data indicate the value of this information "for 
counselors who provide vocational guidance to young persons." 
Paper presented at American Personnel and Guidance Association Convention, 
Atlantic City, New Jersey, April 5, 1971. 


Tech. Rpts. 
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LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) 


12-135 
Evers, 
Publ 


S/I 
Irving C. 
ic collective negotiations--some problems. Urban lawyer, vol. 3, no. 3, 


Summer 1971, pp. 337-343. 
Evers examines cases and decisions involving public employees (primarily teachers) 
which exemplify certain problems in public sector collective bargaining: the question 


of 1 


egality of the agency shop, strikes and requirements for an injunction, discrimina- 


tion, probationary employees, retirement benefits, and the scope of the bargaining 
unit. 


12-136 


The Federal mediator. Civil service journal, vol. 13, no. 2, October-December 1972, 


PP- 


30-34. 


In this interview with David S. Dickinson of the U.S. Civil Service Commission's 
Office of Labor Management Relations, Kenneth E. Moffett, Special Assistant to the 
Director of the Federal Mediation and Conciliation Service, sizes up the role of the 
mediator at the Federal bargaining table. He explains the participation of the 
Federal Mediation and Conciliation Service and points out features which distinguish 
impasses in the Federal sector from those in private industry. 


12-137 


Goldberg, Joesph P. 
Public employee labor relations in other democracies--a review essay. Monthly 
labor review, vol. 95, no. 10, October 1972, pp. 37-43. 
This article highlights the contents of a 12-monograph series which examined 


the 


public employee labor relations systems in the United Kingdom, West Germany 


Sweden, France, Belgium, Israel, Australia, Canada, and Japan. Edited by Russell A. 
Smith and Charles M. Rehmus, the series was published by the University of Michigan- 
Wayne State University Institute of Labor and Industrial Relations during 1971 and 
1972. 


12-138 
Grodin 


S/C 
,» Joseph G. and Mark A. Hardin. 


Public employee bargaining in Oregon. Oregon law review, vol. 51, no. 1, Fall 1971, 


PP- 


7-69. 


Authors aim to convey a "feel" for what the Public Employee Relations Act means 
in Oregon. They write about the historical background of the Act and on the Public 
Employee Relations Board which it created, the application of the Act to state 
employees, the legal framework for local governmental labor relations and how local 
governments and employee organizations have operated within it. Appendix: Summary 
of existing formal procedures and employer-employee relations in the larger counties 


and 


12-139 


cities of the state of Oregon. 
S/C 


Hampton, Robert E. 


Fed 
law 


eral labor-management relations; a program in evolution. Catholic University 
review, vol. 21, no. 3, Spring 1972, pp. 493-511. 


The Chairman of the U.S. Civil Service Commission reviews the development of 


lab 
man 
are 


in detail: the legal basis for the labor-management relations system, employer attitudes 


or-management relations in the Federal sector and explains why Federal labor- 
agement policies cannot be the same as in the private sector. The following 
as of significant differences between the public and private sectors are examined 


toward union organizing, scope of bargaining, and the "right" to strike. 


12-140 


Helburn, I. B. and N. D. Bennett. 


Public employee bargaining and the merit principle. 


Oct 


ober 1972, pp. 618-629. 
The authors examine the merit principle and the development of merit systems, "dis- 


Labor law journal, vol. 23, no. 10, 


cuss the relationship between the merit principle and public sector bargaining with 
regard to conflicts and legislative experience, and, finally, present a proposal to 
accommodate the merit principle without undue restriction of collective bargaining." 
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LABOR - MANAGEMENT RELATIONS (PUBLIC SERVICE) ‘2ont'd) 
12-141 
Jacobson, Raymond. 
“Are we giving away the store?" Civil service journal, vol. 13, no. 2, October- 


December 1972, pp. 13-17. 

The Director, Bureau of Policies and Standards, U.S. Civil Service Commission, 
and manager of the Federal Personnel Manual, speaks of changes he anticipates in the 
Manual--those which will reflect changes in labor-management bargaining policy and 
those which will clarify what is and is not negotiable. He believes that prospective 
changes “accomplished within the framework of merit principles and without detriment 
to the public interest" will not be "giving away the store." 


12-142 

Lefkowitz, Jerome. 
Unionism in the human services industries. Good government, vol. 89, no. 3, Fall 
1972, pp. 12-17. 

Several reasons are mentioned for the increased attention to unionization in ser- 
vice industries and government, and the effect of unionization on management flexibil- 
ity (particularly in the areas of budget allocations, management prerogatives, employee 
motivation, and methods used by employees to achieve a role in the decision-making 
process) and on employee professionalism are discussed. One result of unionism in the 
human services industries has been the unionism or organization of consumers or other 
non-employee groups, and Lefkowitz suggests that service industries should develop 
collective bargaining procedures "which admit groups other than the unions and 
government management into the decision-making process." 


12-143 
Odewahn, Charles A. 
The mediator in the public sector--a new breed? Labor law journal, vol. 23, no. 10, 
October 1972, pp. 643-648. 
The role of the mediator in private sector collective bargaining is reviewed and three 
areas (scope of bargaining, personnel policies, and political considerations) which 
require special knowledge on the part of the public sector mediator are discussed. 


12-144 

Snell, William. 
Labor trends: bargaining in the U.S. public sector. Personnel, vol. 49, no. 5, Sep- 
tember-October 1972, pp. 60-67. 

After examining the differences between the public and private sectors, the 
differences between public and private sector union demands, and the effect of public 
sector bargaining on management rights, Snell suggests that collective bargaining and 
Management rights can coexist if managers are developed "who are savvy about their 
functions and organizations, abput the details of the labor contract, and certainly 
about how to administer it." 

12-145 

Wolk, Stuart R. 
Postal reform--a year of failure. Labor law journal, vol. 23, no. 10, October 1972, 
630-637. 

Wolk identifies and discusses three problem areas presently facing the U.S. Postal 
Service: automation of mail handling, reorganization of national and local level 
operations, and labor-management relations. Labor-management relations is considered 
the most important problem and is treated extensively. 


LABOR TURNOVER 
12-146 
Kangan, M. 
Labour turnover as a social process. Personnel practice bulletin (Australia), vol. 28, 
no. 2, June 1972, pp. 115-120. 
The process of labor turnover is explained in terms of the relationship between the 


individual employee and his job situation. An approach to contol of turnover is 
described. 
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LABOR TURNOVER (Cont'd) 
12-147 


Nicholson, Edward A. and Robert C. Miljus. 
Job satisfaction and turnover among liberal arts college professors. Personnel 
journal, vol. 51, no. 11, November 1972,pp. 840-845. 

Reports research to determine the causes of high faculty turnover, a phenomenon 
costly to both the reputation of the college and the well being of the students. Con- 
cludes that much of the turnover results from dissatisfaction with administrative 
policies, with supervisory practices and, in particular, with promotion and salary 
considerations. 


LEADERSHIP 
12-148 Tech. Rpts. 
Fiedler, Fred E. 
On the death and transfiguration of leadership training. Bethesda, Md., Leasco 
Information Products, 1971. 30 pp. (ED-058-595) 

“Empirical research shows that neither leadership training nor experience in- 
creases organizational performance." 

Fiedler suggests that "the problem may, however, lie not so much with our training 
programs as with our conception of how training affects the leadership process. A 
recent theory of leadership, the Contingency Model ..., suggests a new approach to the 
problem of improving leadership performance." 


Paper presented at American Psychological Association Convention, Washington, D.C., 
September 3-7, 1971. 


12-149 


Graen, George, Fred Dansereau, Jr. and Takao Minami. 

An empirical test of the man-in-the-middle hypothesis among executives in a hierarchical 
organization employing a unit-set analysis. Organizational behavior and human per- 
formance, vol. 8, no. 2, October 1972, pp. 262-285. 

The authors tested several hypotheses concerning the concept that conflict exists 
between what superiors and subordinates consider to be desirable managerial behavior 
on the part of the executive in the middle. Top executives in a steel manufacturing 
firm were the subjects of the study. "Results showed that although leadership style 
tended to be evaluated somewhat differently by superiors and unit members, the over- 
all situation was one of agreement between these two sources." 


12-150 
Richards, Steven A. and James U. Cuffe. 
Behavioral correlates of leadership effectiveness in interacting and counteracting 
groups. Journal of applied psychology, vol. 56, no. 5, October 1972, pp. 377-381. 
2 Recent studies of leadership behavior have indicated that certain types of behavior 
ei are more characteristic of leaders than nonleaders. In this study of interacting 
: and counteracting groups, the differences in leader, follower, and group behavior in 
the two types of groups are identified and the behaviors correlated with leader effec- 
tiveness are revealed. In some instances it was found that nonleader behavior was 
related to leader effectiveness. Subjects of the study were 120 male psychology stu- 
dents at San Diego State College. 


MANAGEMENT 
12-151 


Beck, Arthur C., Jr. and Ellis D. Hillmer. 
OD to MBO or MBO to OD: does it make a difference? Personnel journal, vol. 51, no. ll, 
November 1972, pp. 827-834. 
Examines the relationship of xanagement by objectives and results (MBO/R) and 
organization development (OD). Affirms that ii is impossible to have one without the 


other. Presents a model to show how MBO/R, meaningful work, and the OD process are 
all interrelated. 
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MANAGEMENT (Cont'd) 


12-152 
Jackson, John H. and Robert L. Mathis. 
Management by objectives: promises, pitfalls, and possibilities. Personnel adminis- 


tration and Public personnel review, vol. 1, no. 2, September-October 1972, pp. 72-75. 
After explaining what can be accomplished through the use of management by objectives 
the authors identify problem areas in implementation which may be responsible for in- 
effective programs. A case study of an unsuccessful MBO program in a state government 
administrative agency is presented along with recommendations for improving the program. 


12-153 


McConkey, Dale D. 
20 ways to kill management by objectives. Management review, vol. 61, no. 10, 
October 1972, pp. 4-13. 
McConkey describes 20 areas of management weakness which largely account for in- 
effective management by objectives programs. 


12-154 

Mee, John F. 
Changing concepts of management. S.A.M. advanced management journal, vol. 37, no. 4, 
October 1972, pp. 22-34. 

Traces development of changing concepts of management. Affirms: "Managers of 
American enterprises have demonstrated that they can revise and adapt the basic con- 
cepts of management to changing environmental situations." 

Paper presented at the Annual International Management Conference, Society for 
Advancement of Management, Phoenix, Arizona, May 22-23, 1972. 


MANPOWER PLANNING 


12-155 

Bartholomew, D. J. and B. R. Morris, eds. 

' Aspects of manpower planning; a volume of papers published for the Manpower Society, 
New York, American Elsevier, 1971. 130 pp. 

The papers in this collection are concerned with manpower planning concepts and 
methods at the national level, the industry level, and in the individual firm. Most 
of the readings are specifically oriented toward manpower planning in the United 
Kingdom and particular British industries. 

12-156 

Illinois. University. Institute of Labor and Industrial Relations. 
Development of a model university human resources program, by Melvin Rothbaum and 
Walter H. Franke. Urbana, 1971. 183 pp. (PB-202-817) 

‘The report describes the participation of University personnel in efforts to 
train manpower planning personnel at the State and local level, to develop a manpower 
information system to support manpower planning activities, to develop models for 
research and analysis on manpower planning and coordination problems, and to assess 
the problems of joint governmental-university efforts." 


12-157 


Pennsylvania State University. Institute for Research on Human Resources. 
The management of manpower programs in urban areas; an information system. University 
Park, 1971. 1 v. 
This report explains why a local area manpower information system is necessary for 
program management. A model of such an information system is developed, and a strategy 
for implementation is described. 


Project director, Louis Levine. 
12-158 
Treires, James J. 
The Navy civilian work force in the mid-seventies: a forecast. Journal of Navy 
civilian manpower management, vol. 6, no. 2, Fall, 1972, pp. 20-23. 
Presents a forecast by major occupational group of the Navy civilian work force 
for the period 1972-1976, explains the methodology used to calculate the forecast, and 


evaluates the procedure by comparing a prediction for October 31, 1971, with actual 
employment on that date. 
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MANPOWER PLANNING (Cont'd) ; 

12-159 1e436 .Un94m 
U.S. Veterans Administration. 

Manpower planning data; 1966--1970 trends; 1971--1975 projections; selected professional 
and administrative career fields. Prepared by Assistant Administrator for Personnel. 
Washington, U.S. Govt. Print. Off., 1972. 38 pp. 

Data presented for the major professional and administrative career fields in the 
Veterans Administration. Includesinformation on employment, grade distribution, age, 
length of service, education, female employment, promotions, mobility, retirement, 
and losses for the period 1966-1970. Retirement and losses are projected for 1971- 


1975. "This information is intended as an aid to management .-. in assessing future 
manpower needs in these important functional fields." 
12-160 


Weathersby, George B. 
Educated manpower and national goals. Manpower, vol. 4, no. 10, October 1972, 
pp. 8-13. 

The establishment of national goals regarding educated manpower is seen as a pre- 
requisite of formulating Federal policies toward education, public employment, and 
manpower development. Some of the factors which would affect the achievement of 
national manpower goals and policies are examined. 


12-161 Ie228 .W52m 1971-72 
Western Interstate Commission for Higher Education. 
A manual for manpower accounting in higher education, by.W. John Minter, National 
Center for Higher Education Management Systems at WICHE., Preliminary ed. Boulder, 
Colo., 1972. 122 pp. . 

As a means of facilitating the collection of comparable personnel statistics in 
higher education, this manual presents systems for classifying employee activities 
by occupational activity categories and insti*utional program function categories. 
Job titles used by various groups for higher education salary surveys are also in- 
cluded. 

Prepared in cooperation with College and University Personnel Association under 
contract with U.S. Office of Education. 


MEDICAL CARE 

12-162 

Hilker, Robert R. J., Fern E. Asma and Raymond L. Eggert. 
A company-sponsored alcoholic rehabilitation program; ten year evaluation. Journal 
of occupational medicine, vol. 14, no. 10, October 1972, pp. 769-772. 

Explains efforts of Illinois Bell Telephone Company to objectively evaluate its 
alcoholic rehabilitation program. Personal and job related data were collected for 
402 patients for five years prior to entering the program and for five years after 
entry. Statistics indicate program is advantageous for both employee and company. 

12-163 

Ray, James S. 
Drug abuse in business: part of a larger problem. Personnel, vol. 49, no. 5, 
September-October 1972, pp. 15-21. 

Ray explains that the approach found to be ineffective in early company alcoholism 
programs (having supervisors diagnose possible alcoholics) won't work in drug abuse 
programs either. Several companies have adopted the "total" approach pioneered by 
the Utah Copper Division of Kennecott Copper Corporation. In this type of program 
supervisors are responsible for identifying sub-standard job performance and referring 
the employee to the company's psychiatric personnel who often find that the causesof 
poor job performance are drinking problems, drug use, or personal problems. Explains 
that the basic requirements of this type of program are a policy statement, a pro- 
cedural statement, and supervisory orientation. 


MIDDLE MANAGEMENT 
12-164 
NeJame, Alfred B. 


NELC mid-management development. Journal of Navy civilian manpower management , 
vol. 6, no. 2, Fall 1972, pp. 16-19. 
The training director at the Naval Electronics Laboratory Center in San Diego, 


California, explains why NELC developed a middle management development program and how 
the program operates. 
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MOBILITY, OCCUPATIONAL 


12-165 
The case against executive mobility. Business week, no. 2252, October 28, 1972, 
pp. 110, 114. 

The use of corporate transfers as a means of career advancement is being challeng- 
ed by employee resistance, family resistance, professional employment of wives, and 
the company's re-examination of the value of the learning experience gained from 
geographic moves. Several firms such as IBM, Kaiser Aluminum and Chemical’ Corpora- 
tion, and General Electric have attempted to minimize employee transfers, while 
others such as Sears, Roebuck and Co. and Gillette maintain that the greatest 
opportunity for advancement still lies in transfers. 

12-166 Tech. Rpts. 
Fairchild, Charles K. 
Worker relocation; a review of U.S. Department of Labor mobility demonstration pro- 
jects. Bethesda, Md., Leasco Information Products, 1970. 179 pp. (ED&048-441) 

"This report reviews the knowledge gained in 4 years of operation of labor mobility 
demonstration projects and provides guidelines on the design and operation of a 
permanent worker relocation program, .., Measured in terms of program costs, training, 
relocation, and financial assistance, the labor mobility projects demonstrated that 
worker relocation can be used efficiently to assist unemployed people of various 
backgrounds and skill levels to find employment." 

12-167 HM101_ .P12n 
Packard, Vance O. 
A nation of strangers. New York,D. McKay, 1972. 368 pp. 

Packard examines the rootlessness of American society--the reason for it, the 
effects it has had, the manner in which people have adjusted to it, and approaches 
proposed for reducing it. 

MOTIVATION 
12-168 
ttitudes to work--a selected bibliography; part 2--motivation. Personnel practice bulle- 
tin (Australia), vol. 28, no. 2, June 1972, pp. 177-184. 

Annotated references on motivation are classified under these headings--general 
studies, factors related to motivation, and job enlargement. 

For part one dealing with job satisfaction, see Personnel Practice Bulletin, vol. 28, 


no. 1, March 1972, pp. 78-89, annotated in Personnel Literature, vol. 31, no. 7, 
July 1972, item 109. 
12-169 


Deci, Edward L. 
The effects of contingent and noncontingent rewards and controls on intrinsic moti- 
vation. Organizational behavior and human performance, vol. 8, no. 2, October 
1972, pp. 217-229. 

The author reviews various studies of the effects on performance of extrinsic 
(money, verbal praise, etc.) and intrinsic (those within the person) rewards and the 
management practices based on these motivational theories. Most motivation theories 
consider the effects of these two kinds of awards to be additive. "This paper examines 
that assumption by reviewing a program of research which investigated the effects of 
external rewards and controls on intrinsic motivation. It was reported that a person's 
intrinsic motivation to perform an activity decreased when he received contingent 
monetary payments, threats of punishment for poor performance, or negative feedback 
about his performance. Noncontingent monetary payments left intrinsic motivation un- 
changed, and verbal reinforcements appeared to enhance intrinsic motivation." The 
author presents a cognitive evaluation theory to explain these results and discusses 
the implications of these findings for management practices, particularly participa- 
tive management. 

12-170 

Greene, Charles N. 
The satisfaction-performance controversy; new developments and their implications. 
Business horizons, vol. 15, no. 5, October 1972, pp. 31-41. 

Greene examines the theories of performance-causes-satisfaction and satisfaction- 
causes-performance and concludes that "recent research findings ... offer only moderate 
support of the former view and reject the latter. The evidence indicates that the 
relationship is more complex: rewards constitute a more direct cause of satisfaction 
than does performance, and rewards based on current performance cause subsequent per- 
formance." The management implications of these findings as they affect employee 
motivation and the handling of non-motivational factors which affect employee per- 
formance are examined. 
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MOTIVATION (Cont'd) 

12-171 

Laughlin, Thomas C. and Daniel P. Kedzie. 
Motivating the new breed or Maslow revisited. Best's review (life/health insurance ed.), 
vol. 73, no. 5, September 1972, pp. 102, 104. 

Attempts to explain that problems in motivating the 'new breed' (identified as those 
who “are usually recent additions to the work force who have degrees and are loaded 
with ideas that at least occasionally conflict with their manager's") may be due to 
the fact that these people and managers are located on different levels of Maslow's 
hierarchy of needs. 

12-172 

Lawrence, Allan C. 

eo Individual differences in work motivation. Human relations, vol. 25, no. 4, Sep- 
P tember 1972, pp. 327-335. 

This research concerned 181 lower middle-management male officials from 
eleven gold mining companies where conditions of employment, duties and responsibili- 
ties were essentially the same. These men of different ages "displayed different 
attitudes towards and perceptions about matters relating to their employment. The 
differences could not be attributed solely to age but may have been associated 
to a greater or lesser extent, with factors related to age such as the education 
or ambition of the men concerned." 

12-173 

Reid, David. 
How to manage manpower. Management today (Gt. Brit), October 1972, pp. 100-102, 104, 
106+. 

Reid places the blame for Britain's current economic problems on low productivity 
which he says is a result of poorly managed human resources. After explaining why 
recent government policies have not created an environment allowing improvement in 
this situation, the author recommends changes in government: policy, management 
practices, and the role of unions as a means of creating an environment conducive to 
high levels of employee performance. 

12-174 
Sirota, David. 
Employee motivation. Perspectives in defense management, Autumn 1972, pp. 47-55. 

Sirota disagrees with Herzberg's two factor theory of motivation which views money as 
a dissatisfier and not a motivator. He reviews the “economic man" and "psychological 
man" concepts of motivating workers and concludes that the two approaches need to be 
combined. Two examples are presented which illustrate the success of using job en- 
richment in combination with monetary rewards. 


12-175 

Wilson, Glenn D., Olive A. Tunstall and H. J. Eysenck. 
Measurement of motivation in predicting industrial performance; a study of apprentice 
gas fitters. Occupational psychology (Gt. Brit.), vol. 46, no. 1, 1972, pp. 15-24. 

The authors point out the weaknesses of questionnaire and projective measures of 

motivation and report the results of a comparison of these conventional measures with 
psychomotor and verbal learning_indices of motivation. "A measure of ‘involuntary 
rest pauses' based on a brief /finger/ tapping task was found to be a stable and 

oa fairly valid measure which appears suited to industrial use." 


Gy OCCUPATIONS AND OCCUPATIONAL CHOICE 
12-176 
Butler, F. J. J. and J. Crinnion. 

ie The Kuder Preference Record in adult vocational guidance. Occupational psychology 
ee (Gt. Brit.), vol. 46, no. 2, 1972, pp. 99-104. 
‘Ag One objective of this study was to determine whether direct questioning or the 

oe Kuder Preference Record was more valuable in identifying occupational interests to 
be discussed during guidance interviews at the Department of Employment's Occupa- 
tional Guidance Units. The study also attempted to discover whether clients actually 
took positions in occupational areas recommended by the counselors and whether there 
was a relationship between job satisfaction and employment in recommended occupa- 
"eee tions. It was concluded that the Kuder was useful in identifying job preferences 

i to discuss, but other factors may affect occupations recommended or actually entered. 
No significant job satisfaction relationships were revealed. 


32 


} 
! 
| 


OCCUPATIONS AND OCCUPATIONAL CHOICE (Cont'd) 

12-177 

Henning, Daniel H. 
Environmental personnel: some issues. Personnel administration and Public personnel 
review, vol. 1, no. 2, September-October 1972, pp. 41-45. 

Because the Federal environmental specialist, and particularly one who has entered 
an administrative position, must deal "with complex social, political and economic 
forces on an internal and external basis relative to his organization," Henning 
recommends introducing humanities and social sciences courses into the environmental/ 

| technoscientific curricula. 


12-178 
Seitz, Peter. 
So you want to be an arbitrator! Arbitration journal, vol. 27, no. 3, September 
1972, pp.179-185. 
Reports on the academic background of the arbitrator and on his path toward pro- 
fessional acceptability. 


ORGANIZAT IONS 

12-179 

House, Robert J. and John R. Rizzo. 
Toward the measurement of organizational practices: scale development and validation. 
Journal of applied psychology, vol. 56, no. 5, October 1972, pp. 388-396. 

"The research reported here concerns the development and cons*.ruct validation of 
an Organization Description Questionnaire scale designed to measure organization 
practices and effectiveness of organization subunits." The study took place in a 
large manufacturing firm. "Perhaps the most significant aspect of the study con- 

cerns the increased probability that organizational variables are measurable and that 
such measures have some cJaim to validity in a natural setting. ... To date there 
are no methods for assessing organizational effectiveness other than invalidated 
opinion or gross end result or economic measures." 


12-180 
Mahoney, Thomas A. and others. 

The conditioning influence of organization size upon managerial practice. Organiza- 

tional behavior and human performance, vol. 8, no. 2, October 1972, pp. 230-241. 

This study examines the effects of work unit size and total organizational size 

i on organizational characteristics and behavior in 19 business and industrial firms. 
Of the 18 organizational characteristics studied, only staffing flexibility, delega- 
tion of responsibility, and emphasis on results were found to be related to organiza- 
tion size. “Results of these analyses provide confirming evidence to the hypotheses 
that (1) organization size is a relevant variable in the understanding of organiza- 
tion phenomena, and (2) unit size and size of the total organization exert different 
and independent influences upon organizational phenomena." 


OVERSEAS MANAGEMENT 

12-181 

{The multinational corporation/. American Academy of Political and Social Science annals, 
vol. 403, September 1972, pp. 1-152. 

Issue devoted to an examination of the changes brought about by the internationali- 
zation of business includes study of international managers' attitudes toward economic 
integration of Western Europe. This study reported by Bernard Mennis and Karl P. 
Sauvant in "Multinational corporations, managers, and the development of regional 
identifications in Western Europe" (pp. 22-33), "found that managers with inter- 
national work responsibilities are more readily promoted than managers with domestic 


7 responsibilities. In addition, career success ... is associated with favorable 
integration attitudes." 
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OVERSEAS MANAGEMENT (Cont'd) 


12-182 
Richman, Barry M. and Melvyn R. Copen. 


1d195 .R41i 


International management and economic development; with particular reference to India 
and other developing countries. New York, McGraw-Hill,1972. 681 pp. 

Utilizing many years of research in the field, the authors have tried to integrate 
a number of related fields--comparative, international, and general management; in- 


ternational business; and economic development --and, at the same time, relate these to 
environmental factors (educational, cultural, etc.). Includes numerous examples and con- 


crete data, with many policy implications,suggestions, and recommendations. 
Chap. 10, Overview of management and performance; Chap. 14, Staffing and personnel; 


chap. 15, Direction, leadership, and motivation. 


OVERSEAS PERSONNEL 


12-183 
Boyce, James E. 


What spendable income overseas really means. Compensation review, vol. 4, no. 4, 
Fourth quarter 1972, pp. 20-26. 

Boyce explains that U.S. companies are paying excessive cost-of-living allowances 
to their American overseas employees because they have adopted the State Department's 
concept of spendable income ("the amount assumed to be expended on commodities and 


services abroad") as a base for computing the allowances and that adjustments reflect- 


ing the recent devaluation of the dollar have only compounded the problem. Explains 
how the spendable income curve is developed and how cost-of-living allowances are 
computed from it. Suggests that in order to compute more accurate and less costly 
allowances, spending pattern curves which consider the employee's income and family 
size should be developed for each country. 


12-184 M-Film 
Carsey, Julian N. 


Administrative concerns and contributions of technical specialists serving overseas 
for the Agency for International Development; a survey. Ann Arbor, Michigan, 
University Microfilms, 1972. 205 pp. 

"The purpose of this study was to evaluate the administrative concerns and contri- 
butions of technical specialists serving overseas for the Agency for International 
Development (AID) or its predecessor agencies.... 

"The study concluded that the technical specialist often does make significant 
administrative contributions to the host country, particularly in the area of or- 
ganizing, planning, and coordinating." 

Dissertation, George Washington University, 1971. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 8, February 1972, p. 4697-A. 


12-185 
Cohen, M. 


Rank injustice; the case for semiautomatic promotion of middle grade officers. 
Foreign service journal, vol. 49,no. 8, August 1972, pp. 17-19, 27-28. 

Cohen points out the inequities of the present promotion system for middle 
grade Foreign Service Officers and suggests that the semiautomatic promotion 
system recommended by a task force in 1970 would solve many of these problems. 


12-186 1c146 .H56w 
Hilton, Ralph. 


Worldwide mission; the story of the United States Foreign Service. New York, World, 
1970. 255 pp. 


Selected chapters: Steps toward a career service; A corps of professionals. 
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OVERSEAS PERSONNEL (Cont'd) 

12-187 

Oates, David. 
The cost of keeping them happy abroad. Compensation review, vol. 4, no. 4, Fourth 
quarter 1972, pp. 55-58. 

The approaches used by several major international firms to compute foreign service 
premiums for overseas employees are examined, but there is increasing feeling that 
such premiums are no longer justified. DuPont has adopted a policy of gradually re- 
ducing premiums after the executive has time to become accustomed to the new location. 
Explains that culture assimilation, greater use of local executives, and attempts to 
soften the effects of repatriation are some of the reasons for reducing or eliminating 
premiums. 

Condensed from International Management, June 1972. 

12-188 

Ross-Skinner, Jean. 
These executives won't come home. Dun's, vol. 100, no. 5, November 1972, pp. 76-78, 
128, 130. 

U.S. firms are increasingly finding that American managers of European operations are 
refusing promotions and raises and resigning from the firm in order to stay in Europe. In 
addition to the more leisurely and less expensive life in Europe, Americans want to stay 
because "they see Europe as the place where the biggest career opportunities lie." 
Corporate reaction has been to increase the use of European nationals in management 
positions and shorten the period of overseas assignments. A few firms have allowed 
overseas managers to refuse promotions and remain in the European offices. 


PAY 
12-189 Ie59 .C7in 1971 
Colorado (State). Department of Personnel. 

National salary survey report of other states. Denver, 1971. 20 pp. 

Minimum and maximum salaries paid by state governments for 16 basic classes of work 
are reported. Also included are summarized results of questions concerning compensa- 
tion systems and salary progression and promotion poiicies. 

12-190 

Lupton, Tom and Dan Gowler. 
Wage payment systems; a review of current thinking. Personnel management (Gt. 
Brit.), vol. 4, no. 11, March 1972, pp. 25-28. 

Reviews general ideas about wage payment systems and discusses the implications 
of these ideas for the selection and maintenance of the systems. Emphasizes issues 
of change and conflict. 

12-191 

Mahan, Paul B. 
Unemployment insurance: a unique self-insured group plan. Personnel journal, vol. 51, 
no. 10, October 1972, pp. 747-752. 

Explains how the California Hospital Association developed a self-insurance type 
of unemployment insurance program for 191 of its non-profit hospital members. Also 


describes the program used to train supervisors in the operation of the unemployment 
insurance program. 


12-192 

Rooney, Richard P. 
The right way to pay. Administrative management, vol. 33, no. 10, October 1972, 
pp. 75-77. 

Rooney points out the objectives of a salary program and some of its administra- 
tive aspects. He then discusses some common areas which usually require written 
policy statements--hiring rates, merit increases, promotion increases, downgrading, 
and cost-of-living increases. 

12-193 


Salaries of municipal officials. Urban data service, vol. 4, no. 6, June 1972, 25 pp. 
The International City Management Association's survey of municipal officials' 


salaries as of January 1, 1972, includes breakdown by geographic region and form of 
government for most positions. 
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PAY (Cont'd) 

12-194 

Salary trends for police patrolmen, firefighters, and refuse collectors. Urban data 
service, vol. 4, no. 10, October 1972, 21 pp. 

International City Management Association Survey of January 1972 shows percent 
distribution by change in maximum annual salary scales, percent distribution by minimum 
and maximum salary, base salaries, and longevity pay for all three groups. Includes 
trends in median starting and maximum salaries for police and firefighters. 


12-195 

U.S. Congress. House. Committee on House Administration. 
Report of the clerk of the House from January 1, 1972 to June 30, 1972. Washing- 
ton, U.S.Govt. Print. Off., 1972. 411 pp. (H. doc. 92-346, 92nd Cong.) 


Includes tables showing salaries and expenses of officers and employees of the 
House of Representatives. 


JK1308 .Un38r 1972 Jan-June) 


12-196 Ie102 .Un665e 1970 
U.S. Manpower Administration. 


Employment and wages of workers covered by state unemployment insurance laws and un- 
employment compensation for Federal employees, fourth quarter 1970 and annual 
summary. Washington, U.S. Govt. Print. Off., 1972. 104 pp. 


12-197 
Wiseman, Anne H. 
Salary administration in a medium sized firm. Personnel practice bulletin 
(Australia), vol. 28, no. 2, June 1972, pp. 131-141. 
"The development, introduction and operation of a salary administration system in a 
medium sized firm are described."" Advantages of this system over the previous one are 
discussed, and forms used in performance evaluation are presented in the appendices. 


PERFORMANCE EVALUATION 

12-198 

Kavanagh, Michael J. 
Put the person back in performance appraisal. Supervisory management, vol. 17, 
no. 10, October 1972, pp. 9-14. 

The author discusses the need for including subjective personality variables 

in performance evaluations, and suggests ways of selecting the variables and 
presenting them on the appraisal form. 


PERSONAL DEVELOPMENT 
12-199 
Levinson, Robert E,. 
Breaking out of pigeon (and other)holes. Manage, vol. 24, no. 8, September- 
October 1972, pp. 5, 9. 
For the specialist interested in management, positions, Levinson explains how to 
prepare for broad management responsibilities. 


PERSONNEL ADMINISTRATION 


12-200 Tell .D45i 
Desatnick, Robert L. 
Innovative human resource management. New York, American Management Association, 
1972. 208 pp. 

"This book seeks to relate people problems to the realization of corporate ob- 
jectives, and it provides management tools which can be used to reduce the waste of 
human resources and to increase the realization of both corporate and personal rewards. 
It provides a how-to approach, spelling out the role of the human resources executive 
as initiator and catalyst--in contrast to the often reactive approach of conventional 
personnel administration. ... The characteristics and requirements of the position of 
chief human resources executive are carefully spelled out." 

Appendices present sample personnel forms and policies relating to professional and 
hourly rated employees. 
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PERSONNEL ADMINISTRATION (Cont'd) 

12-201 

Duel, Henry J. 
Some manager problems in the development of information systems. Personnel administra- 
tion and Public personnel review, vol. 1, no. 2, September-October 1972, pp. 51-55. 

Three major problems in the development of a management information system are 

understanding that computerization does not remove any of the decision-making responsi- 
bility from management, realizing that automation of existing systems will not auto- 
matically solve the problems of the previous system, and insuring that the system provides 
for adequate control and effective feedback. Experiences of the author in developing 
personnel information systems are used to illustrate these problems. Suggests that 
personnel managers should familiarize themselves with the systems analysis process as 
a means of promoting rational development of information systems. 


12-202 

Grainger, R. F. 
Developing personnel policy. Canadian personnel and industrial relations journal, 
vol. 19, no. 5, October 1972, pp. 32-37. 

Discusses questions which must be answered before policies can be developed: 

"(1) What is policy? (2) What determines policy? (3) Whose responsibility is it to 
formulate policy? (4) How do you go about developing policy? (5) How do you implement 
policy?" Personnel policy development is used to illustrate concepts, but principles 
are applicable to any functional area. 


12-203 
A new twist to 'people accounting.' Business week, no. 2251, October 21, 1972, 
pp. 67-68. 

Describes Rensis Likert's third approach to human resource accounting --placing 
"dollar estimates on changes in the value of a company's personnel setup." Likert 
hopes to work with several companies in implementing this technique which attempts to 
quantify such things as improvement in decision-making, elevation of performance goals, 
and employee perception of management support. 


12-204 
Personnel policies in municipal fire departments. Urban data service, vol. 4, no. 7, 
July 1972, 17 pp. 
The International City Management Association's survey of February 1972 covers 
manpower levels, employee benefits, salaries, retirement procedures, extent of 
employee organization, and other personnel policies. 


12-205 
Personnel policies in municipal police departments. Urban data service, vol. 4, no. 8, 
August 1972, 20 pp. 
Survey conducted in February 1972 by the International City Management Association 
covers manpower levels, salaries, employee benefits, retirement procedures, labor-manage- 
ment negotiating practices, and other personnel policies. 


12-206 

Stone, Florence. 
Investment in human resources at AT&T. Management review, vol. 61, no. 10, October 
1972, pp. 23-27. 

Explains how American Telephone and Telegraph Company is determining employee 
replacement costs as a means of developing effective methods of human resource 
utilization. Accurate determination of employee development costs has made it possible 
to compute the payoff on a specific personnel program and to evaluate alternative 
programs. The program has also fostered a general cost-consciousness attitude in local 
offices. 
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PERSONNEL ADMINISTRATION (Cont'd) 

12-207 Tell .Y9r 1971 
Yuk1, Gary A. and Kenneth N. Wexley, eds. 

Readings in organizational and industrial psychology. New York, Oxford University 
Press, 1971. 590 pp. 

Contents: Sec. 1. Organization structure and function; sec. 2. Organizational 
communication; sec. 3. Organizational decision-making; sec. 4. Job satisfaction and 
motivation to work; sec. 5. Working in groups; sec. 6. Leadership and supervision; 
sec. 7. Performance appraisal; sec. 8. Selection and placement; sec. 9. Training and 
development; sec. 10. Working conditions, accidents, and fatigue; sec. 11. Human 
factors engineering; sec. 12. Consumer psychology. 

Instructor's manual to accompany. 


PERSONNEL DEPARTMENTS 

12-208 

* Rhett, Thomas H. and others. 

Tan Old rules for a new game. Journal of Navy civilian manpower management, vol. 6, 
no. 2, Fall 1972, pp. 10-14. 

The authors explain that recent changes in personnel functions which have increased 
the workload of personnel specialists have made obsolete the staffing ratios recommends 
in the Office of Civilian Manpower Management's 1968 Study of Program and Staffing for 
Civilian Personnel Offices. Not only are they outdated, but often these ratios are 
too rigidly applied. The authors recommend the development of ratios which are flexib] 


enough to allow for variations among naval civilian personnel operations and increases 
in personnel services. 


PERSONNEL UTILIZATION 


12-209 1c203 .N42A4y 1969 
New York. Department of Social Services. 


You and your volunteers; a partnership that works; a guide for supervisors of volun- 
teer programs. 3ded. Albany, 1969. 16 pp. 

This manual, designed for public welfare employees who will be involved with 
volunteer programs, emphasizes how to utilize volunteers and how to establish and 
operate effective volunteer services. 


12-210 

Wilkens, Paul L. 
An analysis of the attitudinal and behavioral impact of a human resource informa- 

if tion system. Ann Arbor, Mich., University Microfilms, 1972. 172 pp. 


"Historically most managers have been more concerned with the acquisition and 
utilization of their tangible material resources than with the effective utilization 


M-Film 


aN of their human resources." 

hs As a means of improving personnel utilization Wilkins presents "a new approach 
ie to the management of human resources; one which is based on an integration of 

‘ behavioral and systems concepts. ... The first step was to conceptualize a Human 

\ Resource Information System designed to increase management's capability to deal 

aN with personnel within a given organizational environment. The second step involved 


an empirical research study designed to operationalize and test the system in a 
business environment." 

Doctoral dissertation, Ohio State University, 1971. Abstracted in Dissertation 
Abstracts International, vol. 32, no. 11, May 1972, pp. 5958-A-5959-A. 


POSITION CLASSIFICATION 


12-211 Tech. Rpts. 
ss California. Inglewood Public Library. 
ad Library position descriptions. Inglewood, 1970. 121 pp. (ED-046-425) 


: "This study is a revision of an earlier study *Library Organization, Positions 

: and Relationships' prepared in 1969. ... There are 51 position descriptions grouped 
s- into ten major areas of activity. The description of each activity includes (1) the 
ae = function, (2) organization structure and (3) workload. Comments to aid in evaluation 
of the activity such as background, resources, services, and programs are included." 
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PRODUCTIVITY 

12-212 

Grayson, C. Jackson. 
Eight ways to raise productivity--and profits. Nation's business, vol. 60, no. 11, 
November 1972, pp. 30-31, 35-36. 

The Chairman of the U.S. Price Commission points out eight areas in which changes 
could improve productivity: productivity measurements, management attitudes, union 
work practices,capital and human investment, worker incentives, productivity councils, 
standardization of products and services, and personnel practices. 

12-213 on 
/Productivity/. Defense management journal, vol. 8, no. 3, October 1972, pp. 2-35. 

Several articles on productivity emphasize efforts to measure and improve pro- 
ductivity of Federal government employees. 

Articles include "Worker productivity key element in government and business," 
by J. D. Hodgson; "Economic realism: basis for productivity growth," by M. P. Venema; 
"Better Federal coverage needed to improve national management," by Jerome A. Mark; 
"Government workers-- joint study shows productivity gains," by Thomas D. Morris; 
“Steelworkers union and industry join hands to improve productivity," by I. W. Abel; 
"Productivity analysis, tempered with judgment, improves efficiency," by Nestor E. 
Terleckyj; 'DPMO improves defense productivity through sound work measurement ;" and 
"Improvements planned; work measurement essential to resource management ," by Eckhard 
Bennewitz. 


PROFESSIONAL EMPLOYEES 


12-214 

Crowley, Michael F. 
Professional manpower: the job market turnaround. Monthly labor review, vol. 95, 
no. 10, October 1972, pp. 9-15. 

The Bureau of Labor Statistics' projections of the employment prospects for 
college graduates indicate that "problems will center on underemployment or job 
dissatisfaction rather than unemployment...." Examines the growth of professional 
opportunities and professional manpower during the 1960's, the current shortage of 
job opportunities, and projections of professional manpower supply and demand through 
the 1970's. 

12-215 1e424.2 .D85p 1970 
Dubin, Samuel S., ed. 
Professional obsolescence; a symposium held at Cambridge, England, in June 1970, 
sponsored by the NATO Scientific Affairs Division. Lexington, Mass., D.C. Heath, 
1971. 121 pp. 

The papers presented at this symposium examine the problem of occupation obsoles- 
cence among professional employees--particularly managers, scientists, and engineers. 
Contributions from U.S. represéntatives include: Professional updating for the ad- 
vancement of national purpose: an analysis of U.S. government activities, by Carl 
York; Motivational factors in professional updating, by Samuel S. Dubin; Obsolescence 
as a problem of personal initiative, by William R. Dill; and Combatting obsolescence 
using perceived discrepancies in job expectations of research managers and scientists, 
by Gerald V. Barrett, Bernard M. Bass and John A. Miller. 

12-216 

Evans, Bruce D. and Jerry Whitten. 
A critical reanalysis regarding the management of professionals. Personnel administra- 
tion and Public personnel review, vol. 1, no. 2, September-October 1972, pp. 35-40. 

This article examines the major theories concerning professional employees in regard 
to "the motivational impact of the job itself, recognition, achievement and professional 
administration...." 


12-217 


The unionizing push in the professions. Nation's business, vol. 60, no. 11, November 
1972, pp. 39-42. 
Reports on the surge toward unionization of the professions. Suggests reasons for 
it and some of its disadvantages. Considers the trend among physicians, brokers, 
Foreign Service Officers, professors, and scientists and engineers. 
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PUBLIC ADMINISTRATION 


12-218 
Savells, Jerald. 
The Americanization of the bureaucratic ethos. Personnel journal, vol. 51, no. 11, 
November 1972, pp. 835-839. 
This explanation of bureaucracy considers its concept in sociology, its positive 
aspects and the fears its growth engenders, the alienajion of man, the development of 
the "adjusted"man, and the question of bureaucracy's survival. 


RECRUITMENT 
12-219 
Raywood, John. 
A job for everyone. Red tape (Gt. Brit.), vol. 62, no. 1, October 1972, p. 13. 

An explanation of the general principles which will govern future recruitment to 
the clerical grades in the British Givil service and of the scheme for the establish- 
ment of existing unestablished staff. Changes stem mainly from recommendations of the 
Fulton Committee and shift emphasis from academic attainment to performance on the job. 


12-220 

Whitehill, Arthur M., Jr. 
Individualists versus "good company men": the employment. gap. Personnel journal, 
vol. 51, no. 10, October 1972, pp. 717-722, 746. 

Reports findings of a survey of 300 college seniors and 75 business recruiters in 
Hawaii, Japan, and Korea on their opinions of the importance of expressing individual 
views versus accepting company policies as related to an individual's success in 
Management. The survey also examined each group's perceptions of the other group's 
opinions. The students largely favored individualism while the recruiters considered 
acceptance of company policy more important. Both groups correctly perceived the 
opinions of the other. Suggests that the "gap indicates an area of tension which 
will demand increasing management attention in its over-all effort to understand and 
work through organizational behavior." 


REDUCTION LN FORCE 


12-221 
Looney, Roberta and Nancy Panella. 


Retrenchment without RIF. Journal of Navy civilian manpower management, vol. 6, no. 2, 


Fall 1972, pp. 15, 29. 

Explains how the Naval Ship Systems Command avoided some of the detrimental effects 
of reduction in force by advanced management planning and by providing counseling and 
placement services and training courses. 


REMOVAL 


12-222 S/1 
Gunderson, B. N, 

Action on unfair dismissals. Victoria University of Wellington law review 

(New Zealand), vol. 6, no. 1, February 1971, pp. 53-68. 

Reviews present laws and practices concerning settlement of disputes over dis- 
missals in New Zealand. Author suggests that the lack of adequate appeals pro- 
cedures has contributed to the number of work stoppages. Outlines a possible 
appeals procedure for wrongful or unfair dismissals which author believes may help 
eliminate work stoppages. 
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RESEARCH ADMINISTRATION 


12-223 .Un58f£ 
U.S. General Accounting Office. 
Fees allowed nonsponsored not-for-profit organizations by various government agencies; 
report to the Congress by the Comptroller General of the United States. Washington, 
1971. 68 pp. (B-146810) 

GAO's comparison of fees allowed by Federal agencies for research work contracted 
to non-agency sponsored not-for-profit organizations and for work contracted to 
commercial profit-making organizations shows little variation. "In GAO's opinion, 
most agencies of the Federal Government have not given adequate recognition to the 
tax-exempt status of not-for-profit organizations nor to the need for an appropriate 
adjustment of fees to place them on an equitable basis with their commercial competitors." 


RET IREMENT 

12-224 

Manion, U. Vincent. 
Retiring early? Personnel administrator, vol. 17, no. 5, September-October 1972, 
pp. 18-21. 

This article summarizes the findings of a University of Oregon survey of early 
retirees. The major objective of the study "was to investigate the financial, health, 
and social characteristics of the group, work and leisure attitudes and activities, 
the nature of their retirement decisions (voluntary or involuntary), and attitudes 
and experiences with regard to pre-retirement planning and counseling." Implications 
of the findings for personnel administrators are examined. 

The study was published under the title Early Retirement: A Survey of Company 
Policies and Retirees' Experience in 1969 and annotated in Personnel Literature, 
vol. 29, no. 6, June 1970, item no. 211. 


12-225 
Retirement supplement. Federal times, vol. 8, no. 33, October 25, 1972, pp. R-1-R-15. 
Extra section dealing with retirement issues. Some of the articles are: Here's 
how to figure your retirement; Many groups open to retired service people; State 
Department retirees get help finding new jobs. 


RET IREMENT - - PLANNING 

12-226 

/Retirement counseling/. Personnel administrator, vol. 17, no. 5, September-October 
1972, pp. 16-17, 22-23, 45-48. 

These three articles point out some of the benefits to the employer and employee 
of pre-retirement counseling programs and some of the subjects of major concern to 
retiring employees. 

The articles include: Widespread concern for the aged, by Joan Pogalies; Counsel- 
ing the older employee,by Gerald E, Mirsberger; and How to prevent retirement shock, 
by Manfred Tatzmann. 


12-227 

Utes, Harry H. 
Preretirement programs in Washington State. Journal of occupational medicine, 
vol. 14, no. 10, October 1972, pp. 782-784. 

Preretirement counseling programs of firms representing 18 different industries 
and agencies in the state of Washington are surveyed in regard to type of counseling 
offered, subjects discussed during sessions, length of time services are offered to 
employees, and availability of post retirement counseling. 
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SAFETY 

12-228 

Anthony, William P., Philip Anthony and Jack Steen. 

The supervisor's role in the Occupational Safety and Health Act. Supervisory manage- 
ment, vol. 17, no. 10, October 1972, pp. 2-8. 

Responsibilities of supervisors under the Occupational Safety and Health Act are 
set forth along with a discussion of how to promote safety consiousness among subordi- 
nates. Includes suggestions for making the firm's monthly safety meetings more 
productive. 


12-229 


Foley, Brian. 


Safety and health in the federal public service. Civil service review (Canada), 
vol. 45, no. 3, September 1972, pp. 36-41, 57. 

Foley reviews the role of the Public Service Alliance of Canada in developing 
government-wide standards and programs concerning the health, safety and physical 
working conditions of federal public service employees. PSAC supports the establish- 
ment of local union-management safety consultation committees as a means of develop- 
ing and maintaining effective safety programs. The responsibilities and authority 
which these committees should have is discussed. Text in English and French. 


12-230 

Taylor, George H. R. 
The Occupational Safety and Health Act--one year later. Journal of occupational 
medicine, vol. 14, no. 10, October 1972, pp. 773-776. 

The Executive Secretary of the AFL-CIO Standing Committee on Safety and Occupa- 
tional Health criticizes Federal agencies for failing to establish standards for the 
agricultural workplace, for failing to provide an adequate budget, and for abdicating 
authority for development and enforcement of standards to state governments. 

Another article, "Occupational safety and health--a new ball game," by Leo Teplow 
(pp. 777-778), examines some of the implications of the OSHA for the employer. 


12-231 

U.S. President, 1969- (Richard M. Nixon). 
Zero-in on Federal safety. Memorandum for heads of Federal departments and agencies, 
November 15, 1972. Weekly compilation of Presidential documents, vol. 8, no. 47, 
p- 1671. 


SCIENTISTS AND ENGINEERS 


12-232 

Alden, John. 
Surprise! There's a shortage of young engineers ahead. New engineer, vol. 1, no. 6, 
October 1972, pp. 8-13. 

Alden explains the engineering employment model he has developed for the Engineer- 
ing Manpower Commission of the Engineers Joint Council and, on the basis of this 
model, predicts a future shortage of engineers. Mentions some of the limitations of 
of Bureau of Labor Statistics' estimates of engineering employment. 


12-233 

Andrews, Frank M. and George F. Farris. 
Time pressure and performance of scientists and engineers: a five-year panel study. 
Organizational behavior and human performance, vol. 8, no. 2, October 1972, pp. 185-200. 

The data collected by the authors in 1965 and 1970 on scientists and engineers in 

a NASA research division seem to contradict the theory that scientists perform best in 
an unlurried atmosphere. The findings of this study"suggest that a sense of time 
pressure can enhance several qualities of scientific performance--including innovation. 
In addition to experiencing the most time pressure, the highest performing seicntists 
also tended to want relatively large amounts of pressure. When the pressure actually 
experienced was markedly out of line with the pressure desired--either in being too 
low or too high--performance was likely to suffer." 
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SCIENTISTS AND ENGINEERS (Cont'd) 


12-234 
Applebaum, Ivan R. 
Increasing the profit from engineers. Personnel journal, vol. 51, no. 11, November 
1972, pp. 812-817. 
Applebaum enumerates reasons why he feels the engineer is a frustrated individual. 
He discusses methods to increase the worker's output in three categories--environ- 
mental, psychological and developmental--as well as how the systems approach can alle- 


viate conditions. He also points out the beiefits of job enrichment in engineering 
organizations. 


12-235 Tech. Rpts. 
Engineers Joint Council. 
Employment problems of engineers highlighted by new survey. Bethesda, Md., Leasco 
Information Products, 1971. 9 pp. (ED-055-893) 

"Summarized is an employment survey, conducted by the Engineers Joint Council for the 
National Science Foundation. ... The results are reported as unemployment rates for 
selected degree and age groups, field of specialization, geographical areas, citizen- 
ship, and type of employer." 


12-236 Te172 .G29i 
George Washington University. Biological Sciences Communication Project. 
Informal communication among scientists; a study of the Information Exchange Group 
Program’, by William F. Heenan and David C. Weeks. Springfield, Va., National Tech- 
nical Information Service, 1971. 62 pp. (AD-726-650) 

"The report contains a review of the experimental program, its objectives, its 
operation and its conclusion. T@bles and analyses are presented to describe the 
membership of the seven Information Exchange Groups (IEG's) the scientific literature 
exchanged under the program and the data collected by NIH in examining the role of 
informal exchange in the conduct of scientific research." 

Results of a study of Information Group Program sponsored by National Institutes 
of Health, February 3, 1961 to February 1, 1967. 


12-237 

Naughton, Kathleen. 
Characteristics of jobless engineers. Monthly labor review, vol.95, no. 10, 
October 1972, pp. 16-21. 

Data from a 1971 survey by the Engineers Joint Council and from the National 
Registry of Engineers are analyzed to determine the areas of specialization, 
geographic location, age, educational level, length of unemployment, and previous 
income of unemployed engineers. 

12-238 

Preussel, Willard G., Jr. 
The short-term outlook for unionization of Federal engineers. Personnel administra- 
tion and Public personnel review, vol. 1, no. 2, September-October 1972, pp. 9-13. 

In developing his 1975 forecast of unionization among federally employed engineers, 
Preussel considers factors related to why engineers organize, why they resist unions, 
unionization of other professional groups, and employment and unionization conditions 
in the Federal government. The author's estimate is "that less than 25 per cent of 
engineers employed by the federal government will be represented by unions in the 
year 1975." 


12-239 1d228 .Un44r 1971 
U.S. Department of Labor. 
Report and recommendations of second meeting, Subcommittee on Professional, Scien- 
tific and Technical Manpower, November 12, 1971. Prepared by U.S. Departments of 
Labor and Health, Education, and Welfare, National Manpower Advisory Committee. 
Washington, 1971. 35 pp. 
Major topic of the reports summarized here was the current employment situation of 
scientists and engineers. 
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SELECTLON 


12-240 
Holder, Fred W. 


What to look for in technical communicators. Personnel journal, vol. 51, no. 10, 
October 1972, pp.737- 741. 

Identifies educational background, experience, and personal qualities to look 
for when selecting a technical writer or editor. 


12-241 Ie132 .Un35re 
U.S. Civil Service Commission. 


Research on efficient methods in job-element examining; report no. 1--research on the 
additive checklist, by Ernest S. Primoff, Personnel Measurement Research and Develop- 
ment Center, Standards Division, Bureau of Policies and Standards. Washington, 
1970. 55 pp. 

As a means of maximizing the use of clerical procedures in job-element examining, 
a type of application form based on a self-rating of ability ona five level scale has 
been developed. "The purpose of this paper is to provide the research background for 
the standard set of self-descriptive items which is keyed to levels of ability in 
Handbook X-118C, so that users may best utilize the new forms by understanding the 
scale," 

No copies available for distribution. 


SUPERVISION 


12-242 
Mancinelli, T. B. 


A peinless way to keep track of assignments. Supervisory management, vol. 17, no. 10, 
October 1972, pp. 15-22. 

Describes the implementation, operation, and benefits of using an action-sheet 
system for control of supervisory instructions and assignments which do not fall with- 
in an organization's formal written system of assigning tasks. The two forms re- 
quired for the system, an action sheet and control chart, are illustrated. 

12-243 

Prather, Dirk C, 
Expect results to get performance. Journal of systems management, vol. 23, no. 10, 
October 1972, pp. 18-19. 

Prather reviews some experimental studies which indicate that a leader's performance 
expectations will influence actual or perceived performance. He relates this evidence 
to the work situation and emphasizes the need for supervisors to expect high per- 
formance from all subordinates. 

12-244 

Thurley, Keith. 
Change and the role of the supervisor. Personnel management (Gt. Brit.), vol. 4, 
no. 10, October 1972, pp. 30-33. 

"The 'problem' of supervisory development is seen here as one of facilitating 
planned change...."' Points out some of the implications of adopting this view of 
supervisory development and explains the elements of a model of change for analyzing 
supervisory situations. 

12-245 

Warren, Malcolm W. 
Performance management: a substitute for supervision. Management review, vol. 61, 
no. 10, October 1972, pp. 28-32, 41-42. 

Performance management, Questor Corporation's approach to employee relations, is based 
on five assumptions: performance expectations must be clearly explained to all employees, 
employees must have the skill to perform required tasks, workers must be informed of 
how well they are meeting expectations, resources must be provided to allow optimum 
employee performance of expected tasks, and desired performance must be positively 
reinforced. Describes several company programs which are based on these assumptions 
and which have the basic goal of increasing employee participation and responsibility. 


SUPERVISORS 
askey, Clark. 


Creditability. Supervision, vol. 34, no. 11, November 1972, pp. 3-6. 
Comments on the kinds of behavior that add to a supervisor's creditability. 
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SUPERVISORS (Cont'd) 
12-247 
Rose, Harvey N. 
Should employees rate their boss? Supervision,vol. 34, no. 11, November 1972, 
pp. 7-8. 
Recommends that the manager solicit periodic appraisals from his subordinates since 
much of their performance depends on his managerial ability. Presents a self-appraisal 
checklist for use by the manager or to be given to his subordinates for appraising him. 


SUPERVISORS - TRAINING 
12-248 
Farrant, Don W. 
Building others to follow you. Supervision, vol. 34, no. 10, October 1972, p. 27. 
Points out the advantages to the supervisor, his subordinates, and the organization 
of the supervisor promoting the development of managerial skills in his subordinates. 


12-249 
McCormick, James H. 
An old standby that still works. Training and development journal, vol. 26, no. 10, 


October 1972, pp. 3-7. 

The addition of on-the-job assignments to job instruction training for supervisors 
at Abbott Laboratories has resulted in marked improvement in employee productivity 
and has provided a built-in means of evaluating the training program. Describes the 
assignments used in the program and explains how the supervisors performed on each one. 

12-250 

Slusher, E. Allen and Peter A. Veglahn. 
Retaining minority group employees: supervisory training and those crucial first 
impressions. Personnel journal, vol. 51, no. 10, October 1972, pp. 753-756. 

Because first impressions are important in the retention of minority employees, 
the authors suggest that one of the variables which should be examined in developing 
efficient and effective supervisory training programs is the supervisor's affective 
style. “Affective style has been identified ... as the stable personality attribute 
which determines the characteristic response an individual makes to another person 
on their first encounter."' The authors explain the behavioral differences between 
those who rate as strong and weak reactors on the affective style scale and conclude 
that "the affective style scale can be useful in researching and implementing a 
minority group employment program. In particular, it should be helpful in improving 
the placement decision." 


TESTS 


12-251 

Blumenfeld, Warren S. 
Effects of various instructions on personality inventory scores. Personnel adminis- 
tration and Public personnel review, vol. 1, no. 2, September-October 1972, pp. 67-71. 

Blumenfeld's study investigated "(1) the extent to which scores on a forced-choice 

personality instrument could be faked by a simulated job applicant population, and 
(2) the extent which such faking, based upon misconception and/or misinformation, 
could help or hurt the simulated job applicants in obtaining selection status." The 
results indicated that test scores could be distorted and a job applicant could mis- 
represent himself, but such misrepresentation could be detrimental toward obtaining 
selection status. Implications of the findings for selection officers and job 
applicants are discussed. 
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TESTS (Cont'd) 

12-252 

Employment testing: the aftermath of Griggs v. Duke Power Company. Columbia law 
review, vol. 72, no. 5, May 1972, pp. 900-925. 

Examines several court decisions involving provisions of the Civil Rights Act of 
1964, the Tower Amendment to this Act, and the Civil Rights Acts of 1870 and 1871 
as they relate to employment testing. The history and impact of the Griggs v. Duke 
Power Company case are reviewed, andunresolved problems such as type of evidence re- 
quired to establish a prima facie case of discrimination, job-relatedness and valida- 
tion of tests, testing for professional jobs, and the role of the EEOC guidelines 
are investigated. Developing new tests which are valid for all groups, adding 
other criteria to the selection process, devising different tests for different groups, 
scoring the same test at different levels, implementing hiring quotas, and using sub- 
jective selection techniques are discussed as alternative selection methods. 

12-253 

Gorham, William A. 
New answers on employment tests. Civil service journal, vol. 13, no. 2, October- 
December 1972, pp. 8-12. 

Description of the joint Educational Testing Service-U.S. Civil Service Commission 
study, It found to be in error "the oft-expressed belief that written tests used to select 
people for employment are biased against minorities...." 

12-254 

Holdsworth, Roger. 
A critical appraisal of personality measurement. Personnel management (Gt. Brit.), 
vol. 4, no. 10, October 1972, pp. 34-37, 39. 

The author discusses the difficulties (primarily those of construction and relation- 
ship to occupational success) of using personality measurement techniques for personnel 
selection. Suggests that situational tests such as in-basket exercises and leaderless 
group discussions can be used for more objective selection. 

12-255 

Shimberg, Benjamin and Richard Kohlan. 
Promoting police officers in New York City. Personnel administration and Public 
personnel review, vol. 1, no. 2, September-October 1972, pp. 14-18. 

"In an effort to improve its promotional procedures and, hopefully, to discover 
ways of reducing litigation, the Department of Personnel contracted with Educational 
Testing Service to conduct an intensive study of all aspects of the promotional 
process." At the time of the study, promotion was based primarily on an officer's 
performance on a written test. This article summarizes the findings and recommenda- 
tions contained in the study report, Procedures Used in New York City for Promoting 
Police Officers to Sergeant, Lieutenant, and Captain: Survey and Recommendations 
(une 1970). The recommendations focused on "improving the written test and the 
appeals procedure." 


TRAINING 
12-256 
ASTD buyer's guide; a service to ASTD members. Training and development journal, vol. 26, 
no. 10, October 1972, pp. 20-24, 26-27, 30-39. 
Directory of firms offering training products and services. 
12-257 Tech. Rpts. 
Allen, Lawrence A. 
Principles of program planning for training adults. Bethesda, Md., Leasco Informa- 
tion Products, 1969. 27 pp. (ED-045-950) 
A "how-to" guide for planning adult training programs. 


Presentation at educational program for public library personnel, University of 
Kentucky, February 1969. 


12-258 

Bennett, James C. 
Job opportunities for the low achiever. Balance sheet, vol. 54, no. 2, October 
1972, pp. 52-55. 

A study of 30 selected business organizations identifies types of office-clerical 
positions available to low achievers, educational backgrounds required for obtaining 
these positions, specialized training programs offered after employment, and pre- 
employment tests required. Data was obtained as an aid to educators in developing 
curricula to prepare low achievers for positions available to them. 
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TRAINING (Cont'd) 

12-259 Tech. Rpts. 

Boozer, Howard R. 
The growing development of specialized training within private industry for profes- 
sional, paraprofessional, and technical personnel. Bethesda, Md., Leasco Information 
Products, 1971. 13 pp. (ED-050- 657) 

This examination of the role of private industry in training and education in- 
cludes a description of programs which have been developed for internal use, the 
educational materials and equipment which are marketed by industry, and the type 
of programs provided under contract from other organizations. 

Paper presented at National Conference on Higher Education of the American 
Association for Higher Education, Chicago, Illinois, March 15, 1971. 

12-260 

Food, Drink and Tobacco Industry Training Board. 
Assessing your company's training needs. Bethesda, Md., Leasco Information Products, 
n.d. 42 pp. (ED-058-553) 

"This book was designed to serve as a guide for the small and medium-sized firm 
establishing a systematic training pattern for the first time, and to the larger com- 
pany for whom it will act as a useful check list. The guide examines the kind of 
information required and the ways in which actual companies have arrived at their 
training requirements in a systematic way." 


12-261 


India. Department of Personnel. Training Division. 
The research function in civil service training institutions, by S. K. Chand. New 
Delhi, 1972. 24 pp. (Occasional paper no. 3) 
The author tells why training institutes serving public service employees should 
conduct research activities, discusses the general types of research needed and 
explains how to plan a research program. 


Ie400 .In2r 


12-262 1e416.6 .1o9i 
Iowa. University. Institute of Public Affairs. 
Iowa local government in-service training program. lowa City, 1972. 12 pp. 
This booklet describes the courses in supervision and management offered by the 
University of Iowa's Institute of Public Affairs and cooperating area schools to local 
government officials and employees. 


12-263 
Lewis, Paul. 


Adverse attitudes and their effect on training. Personnel management (Gt. Brit.), 
vol. 4, no. 11, November 1972, pp. 35-38. 


Discusses findings of a study of attitudes toward operative training in the British 
iron and steel industry. 


12-264 
Macdonald, Ian. 
Adult training--lessons from France. Personnel management (Gt. Brit.),vol. 4, no. 11, 


November 1972, pp. 29-31. 


A British group training manager with Westland Aircraft Ltd. looks at industrial adult 
training in France and points out areas in which it has an edge on such training in 


Britain. 
12-265 1e425 .1n84V58t 
Veri, Clive C. and T. A. Vonder Haar. 

Training the trainer. St. Louis, University of Missouri, 1970. 


A program guide for training local government trainers, this publication covers 
the topics of learning, motivation,objectives, task analysis, communicating, learning 
media, training methods, lesson plans, the learning climate, reinforcing, and evalua- 
tion. 


Presented by the Missouri Department of Community Affairs and the University of 
Missouri-St. Louis. 
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TRALNING - -EV.ALUATION 


12-266 1e428.9 .Oh3s 
Ohio State University. Center for Vocational and Technical Education. 
A system for statewide evaluation of vocational education, by Harold Starr and Richard A. 
Dieffenderfer. Rev. Washington, U.S. Govt. Print. Off., 1972. 145 pp. (Research 
and development series no. 69) 
Describes the Center's system for evaluating statewide vocational educational efforts. 
Includes analysis of the elements of the system and a detailed explanation of 
how to implement it. The results of field tests in Colorado, Alabama, 
and Washington, D.C., are reported. 


TRAINING- -METHODS 

12-267 Tech. Rpts. 

Georgia. University. Institute of Government. 
Model in-service training for probation, parole and correctional personnel; a plan 
for action, by Donald D. Brewer and Carol Ann Blair. Springfield, Va., National 
Technical Information Service, 1968. 124 pp. (PB-207-781) 

"The study is the result of a six month evaluation of the personnel training needs 
of the Georgia State Departments of Probation, Parole and Corrections. 

"Not only were immediate and urgent needs revealed, but it soon became evident that 
a statewide, long-range comprehensive program was required. A plan for action is pro- 

; posed, therefore, which is designed to recognize both of these factors." 

Hirschfeld, A. H. 
Sensitivity training in industry. Journal of occupational medicine, vol. 14, no. 10, 
October 1972, pp. 763-765. 

Examines the elements of successful sensitivity training, one of which is the 
removal of unproductive personality defenses. However, unsuccessful training can 
often reinforce unproductive defenses or remove needed ones. Suggests that the 
occupational physician, who understands psychic defenses, can help evaluate the 
desirability of using sensitivity training in a particular employee's situation. 

= Interviews and organizational changes are mentioned as possible alternatives to 
ag sensitivity training. 
12-269 
Holsinger, Glenna J. 
Shaping behavior with reinforcement. Personnel administrator, vol. 17, no. 5, 
September-October 1972, pp. 55-59. 
Applications of reinforcement techniques as a means of changing behavior and 


improving performance of students and employees are examined and the basic principles 
of reinforcement are reviewed. 


12-270 Tech. Rpts. 
Johns Hopkins University. Center for the Study of Social Organization of Schools. 
Students' evaluations of a business simulation game as a learning experience, by Keith 
J. Edwards. Bethesda, Md., Leasco Information Products, 1971. 41 pp. 
(ED-058- 142) 
"Ninety-nine junior college students in introductory business courses answered 
a questionnaire after playing a business simulation game as an ongoing, semester-long 
ie activity. The results support the claims that games are self- judging, increase 
¢ student motivation, and increase students' efficacy in areas related to the game, 
but not the claim that games have special value for low-achieving students." 


12-271 1e425.9 .Si7s 
Siroka, Robert W., Ellen K. Siroka and Gilbert A. Schloss. 
Sensitivity training & group encounter; an introduction. New York, Grosset & 


Dunlap, 1971. 216 pp. 

This anthology on sensitivity training and group encounter methods includes a 
review of the history and development of the sensitivity movement and an examination 
of specific techniques: T-groups, attack approaches, psychodrama, and marathons. 

The last chapter points out the benefits and limitations of the different tech- 
niques. 
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VETERANS 


2-272 
Alan L. 


GI's draw on job bank. Manpower, vol. 4, no. 10, October 1972, pp. 26-27. 

Mr. Moss explains how the monthly Job Bank Openings Summary is providing servicemen 
with up-to-date information on civilian job opportunities by area and occupation. 
Suggests applicability for placement in other situations. 


12-273 
Vietnam veterans in manpower programs. Manpower, vol. 4, no. 10, October 1972, p. 25. 
Several characteristics (age, minority group membership, and sex) of Vietnam veterans 
participating in manpower programs are reported. Accompanying chart shows total en- 
rollment of Vietnam-era veterans in particular programs during the period July 1, 1971- 
June 30, 1972. 


WOMEN- - EMPLOYMENT 
12-274 
Allewelt, Millicent. 
If they really mean what they say. The Bureaucrat, vol. 1, no. 3, Fall 1972, 
pp. 240-246. 
"The purpose of this article is to explore the status of policies relating to child 
care facilities for federal employees and to consider some alternatives for meeting 
the needs which exist. ...The need for services will be examined primarily in relation 


to its impact on equal employment opportunity for women and the concern for healthy 
development of children." 


12-275 Te154 .C49wo 1970 
Citizens' Advisory Council on the Status of Women. 
Women in 1970. /Annual report of/ ... Washington, U.S. Govt. Print. Off., 1971. 
23 pp. 

After a review of the Council's major activities of the year which are aimed 
toward improving the status of women, the following statements issued by the Council 
are presented: A memorandum on the proposed Equal Rights Amendment to the United 
States Constitution; The Equal Rights Amendment--what it will and wont't do; State- 
ment on Bayh substitute and Ervin amendment to the Equal Rights Amendment; Job- 
related maternity benefits; Report of the Subcommittee on Counseling and Continuing 
Education. 

12-276 
Fields, Daisy B. 
A case of non-feasance. The Bureaucrat, vol. 1, no. 3, Fall 1972, pp. 226-234. 

One of the founders of Federally Employed Women maintains that “only token gestures 
have been made in the direction of compliance" with pronouncements of three Presidents 
of the past decade on the subject of equal opportunity for women. After a look at 
Federal government response and at the monitoring of women's programs, she urges "a 
conscious effort, at every level, to break away from the nonconscious idealogy of 
‘woman's place.'" 

12-277 

Franklin, Barbara. 
The nation's greatest woman-hunt. The Bureaucrat, vol. 1, no. 3, Fall 1972, 
pp. 265-267. 

The President's staff assistant for high-level womenpower recruitment explains how 
her talent search for women for government operates and the successes it has had. 

She notes legislative advancements and executive initiatives toward ending sex dis- 
crimination in all employment. 
12-278 Ie154 .H21c 1971 
Harbeson, Gladys E. 
Choice and challenge for the American woman. Rev. ed. Cambridge, Mass., Schenkman, 
1971. 217 pp. 

This book focuses on the changing life patterns of American women and the factors 
responsible for these changes. The last chapter examines the status and life 
patterns of women in Britain, Sweden, Africa, India, and Russia. 

Partial contents: Chap. 3. Factors shaping the modern woman's life pattern; chap. 4. 
The employed woman: facts and forecasts; chap. 5. A woman's right to choose. 
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WOMEN--EMPLOYMENT (Cont'd) 
12-279 
The uncivil servant: the sensuous bureaucrat. The Bureaucrat, vol. 1, no. 3, Fall 
1972, pp. 282-287. 
Facetious advice to the professional woman on how to retain her female identity 
and still make it as a bureaucrat. 


12-280 

Lantz, Joanne B. 
On the position of women in society. Bethesda, Md., Leasco Information Products, 
1971. 8 pp.  (ED-049-486) 

"This paper discusses discrimination against women in our society. ... Despite 
federal legislation and state laws banning sex discrimination, the need to improve 
women's relative position in the economy is still urgent. It is claimed that occupa- 
tionally women are more disadvantaged today in comparison to men than they were thirty 
years ago." 

Paper presented at American Personnel and Guidance Association Convention, Atlantic 
City, New Jersey, April 4-8, 1971. 


Tech. Rpts. 


12-281 

Lirtzman, Sidney 1. and Mahmoud A. Wahba. 
Determinants of coalitional behavior of men and women: sex roles or situational 
requirements? Journal of applied psychology, vol. 56, no. 5, October 1972, 
pp. 406-411. 

This research challenges the findings of earlier studies which hypothesized that 

coalitional formation and behavior in organizations were related to sex roles. 
The studies concluded that, in competitive situations, men adopted more competitive 
strategies, whereas women were more accommodative. The implication was that, in or- 
ganizations desiring competitive behavior, "women should not be given high organiza- 
tional positions." 

The present research uses an expectancy model of coalition formation to show that 
the coalitional behavior of men and women does not differ in competitive situations 
under conditions of uncertainty. "The findings show clearly that situational demands 
seem to be the determinant of female coalitional behavior." 


12-282 

Lutes, Carol. 
Equal opportunity--and you. Address ... before Canadian Guidance and Counse lting 
Association Convention, Toronto, May 30-June 2, 1971. Bethesda, Md., Leasco Infor- 
mation Products, 1971. 23 pp. (ED-055-294) 

"The author suggests alternatives to chip away at occupational traditionalism and 
vestigal hangups shared by men and women about women in the world of work, and which 
encourage the development of programs to ensure that equal opportunity will be a 
reality." 

12-283 

Maharay, George S. 
Conflicting forces and their impact on achieving goals. The Bureaucrat, vol. 1, 
no. 3, Fall 1972, pp. 252-255. 

Explores three forces which affect improving opportunities for the employment of 
women within the Federal bureaucracy: veterans preference, conflicting philosophies 
as to the purposes of Federal employment and certain administrative controls and actions. 


12-284 
Markoff, Helene S. 
Signposts of success. The Bureaucrat, vol. 1, no. 3, Fall 1972, pp. 219-225. 
Reviews efforts to overcome discrimination in the employment of women in the 
Federal government, pointing out landmarks of the last decade. Discusses the 
Federal Women's Program and furnishes backeround information on g number of notable ii 
Women's Program directors. Presents comparative statistics on the employment of women in 
selected occupations in Federal service from 1966 to 1971 and on percentages of women 
in selected professions in the Federal service and in the U.S. labor force. 


Tech. Rpts. 
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WOMEN- -EMPLOYMENT (Cont'd) 
12-285 
Maxwell, Pamela G. 

Women's need to fail. Ann Arbor, Mich., University Microfilms, 1972. 127 pp. 

"The literature reviewed for this study suggested that bright, intelligent women 
have a need to fail or hold back their ability. It further suggested that women fail 
because their role conceptions are bifurcated by traditional and non-traditional views 
of role performance. The population on which this study is based consisted of women 
enrolled in a small state college with a generally white and middle class student 
body. ... The findings lend tenuous support to hypotheses concerning the need for 
masculine failure and seem to indicate that women are not willing to take high risks 
in masculine areas. The strongest support was given to hypotheses concerning the 
need for feminine failure." 

Master's thesis, California State College at Fullerton, 1972. Abstracted in 
Masters Abstracts, vol. 10, no. 1, March 1972, pp. 140-141. 


M-Film 


12-286 1e145.9 .Oh3d 1972 vol. 2 
Ohio State University. Center for Human Resources Research. 


Dual careers; a longitudinal study of labor market experience of women, by Sookon Kim, 
Roger Roderick and John R. Shea. vol. 2. Columbus, 1972. 134 pp. 

This is the second report from the Center's study of the labor market experience 
of women in the 30-44 age group. It "is intended simply to describe the magnitude 
and patterns of change that occurred in the labor market status of women during 
the two-year period" since the first report in 1970. 

Contents: Chap. 1. Sample attrition and changes in family and labor force status; 
chap. 2. Changes in labor force and employment status; chap. 3. Changes in job status; 
chap. 4. Summary and conclusions. 


Vol. 1 is annotated in Personnel Literature, vol. 29, no.10, October 1970, item no. 
248. 


12-287 Ie52.9 .P93m 
Princeton University. Industrial Relations Section. 
Male-female pay differentials in professional employment, by Burton G. Malkiel and 
Judith A. Malkiel. Princeton, 1972. 33 pp. (Working paper no. 35) 

"This study reports on an analysis of salary differentials among a sample of 272 pro- 
fessional employees of a single corporation." The conclusion is made "that the source 
of discrimination against women in the organization is in job assignments rather than 
in pay differentials between the sexes for the same job." 


12-288 


Program coordinators aid Federal women employes. 
October 4, 1972, p. 19. 


Gives name, address, and phone number for each agency's coordinator of the 
U.S. Civil Service Commission's Federal Yomen's Program. 


Federal times, vol. 8, no. 30, 


12-289 1e155.9 .R1S5e 
Rand Corporation. 


Evaluation results for the Los Angeles Women's Job Corps Center, by Stephen J. Carroll 
and others. Santa Monica, Calif., 1970-71. 2%. 
Contents: Vol. 1, Evaluation results for...; vol. 2, Evaluation design for.... 
These reports focus on the evaluation of the Center's experimental training program 
as compared to the traditional residential program which had been in operation for 
five years prior to the study. 
12-290 
Safilios-Rothschild, Constantina. 


Toward a sociology of women. Lexington, Mass., Xerox, 1972. 406 pp. 

This book of readings on the sociology of women, or the sociology of sex roles, 
includes several items on professional employment of women. 

Partial contents: Structural and internalized barriers to women in higher education, 
by Pamela Roby; Women in science: why so few? by Alice S. Rossi; Role conflict and the 
married professional !woman, by Margaret M. Poloma; The better half? The male in the 
dual profession family, by T. Neal Garland; The dual-career family: a variant pattern 
and social change, by Rhona Rapoport and Robert N. Rapoport; Women in academe, by 


Patricia A. Graham; Women in the law, by James J. White; and Psychological and social 
barriers to women in science, by Martha S. White. 
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12-291 Ie154 .R57ce 


Robson, R. A. H. and Mireille Lapointe. 
A comparison of men's and women's salaries and employment fringe benefits in the 
academic profession. Ottawa, Information Canada, 1971. 39 pp. (Studies of the 
Royal Commission on the Status of Women in Canada, 1) 

"The objective of this report is to determine the extent of discrimination in 
Canadian universities against female academics, particularly in the following areas: 
(a) salaries (b) promotions (c) hiring policies (d) retirement schemes, life and long- 
term disability insurance plans." 


12-292 Tech. Rpts. 
San Diego State College. 


The relationship of women's perceptions of men's views of the feminine ideal to career 
choice, by Peggy Hawley. Bethesda, Md., Leasco Information Products, 1970. 50 pp. 
(ED- 046-031) 

"A total of 136 women students: math science majors, counselors in training, and 
teachers in training were subjects in this study concerned with the relationship 
between women's career choice and their perception of men's views of the feminine ideal." 


12-293 
Sapery, Beth and Marie Shear. 
Banking: women get shortchanged. Ms., vol.l,no. 5, November 1972, pp. 116-118. 
Highlights findings of a Council on Economic Priorities, study of the employment 
status of women in the 18 largest U.S. banks. Describes several discrimination suits 
which have been filed against banks by female employees. 


12-294 

Silverberg, Marjorie M. 
Part-time careers in the Federal government. The Bureaucrat, vol. 1, no. 3, Fall 
1972, pp. 247-251. 

Emphasis is on part-time positions for women. 

Content breakdowns: Barriers to part-time employment; Productivity; Status of 
part-time employment in the Federal government; Conclusions and recommendations. 

12-295 

Stronk, Mary. 
Opinion: Commerce makes a feeble pass at women. mba, vol. 6, no. 8, October 1972, 
pp. 10-11. 

Mary Stronk, managing editor of mba, explains why she believes the U.S. Department of 
Commerce-sponsored "First National Conference on Business Opportunities for Women" 
was generally unsuccessful while another program, "Conference on Equal Opportunity 
for Women" sponsored by Urban Research Corporation was more productive. 


12-296 
Templeton, Jane F. and Naomi S. Marrow. 
Women as managers: still a long way to go. 
1972, pp. 30-37. 
The authors explain how women can evaluate the climate of their organizations and theit 


own abilities as a means of determining the opportunity for achieving managerial positions 
and making the transition to a position of authority. 


12-297 
Theodore, Athena, ed. 
The professional woman. Cambridge, Mass., Schenkman, 1971. 769 pp. 
"The aim of this book is ... to bring together some of the recent research about the 
professional woman in America today, and to explore the various dimensions of this 
role within a sociological framework." 
Contents: Pt. 1, The professional woman: trends and prospects; pt. 2. The sexual 
structure of professions; pt. 3. Cultural definitions of the female professional; 
pt. 4, Career choice processes; pt. 5. Adult socialization and career commitment; 
pt. 6. Career patterns and marriage; pt. 7. The marginal professional; pt. 8. Female 
professionalism and social change. 


Many of the readings have been previously published. 


Personnel, vol. 49, no. 5, September-October 
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MOMEN- - EMPLOYMENT (Cont 'd) 

12-298 

Vogelgesang, Sandy. 
Feminism in Foggy Bottom: man's world, woman's place? Foreign service journal, 
vol. 49, no. 8, August 1972, pp. 4, 6, 8+. 

The author examines the status of female employment in the Foreign Service and 
reports that, between 1957 and 1972, the percentage of female employees actually 
declined. One reason suggested for the lack of women in higher level positions is 
that the "sexist" upbringing of American children has led to a situation where men 
rather than women are qualified by education and experience to be recruited for 
these positions. Discusses several measures for improving job opportunities for 
women in the Foreign Service. 


12-299 

Weaver, Charles N. and Sandra L. Holmes. 
On the use of sick leave by female employees. Personnel administration and Public 
personnel review, vol. 1, no. 2, September-October 1972, pp. 46-50. ee 

"The amount of sick leave taken in 1968 and 1969 by the female employees /of 

the City of San Antonio/ was analyzed with respect to the following employee attributes: 
amount of formal education, other education, salary, age and seniority."" The most 
significant relationship was found to be between age and absenteeism with younger women 
taking less sick leave than those over 30. 

12-300 

Wormser, Ellen, ed. 
Women in government. The Bureaucrat, vol. 1, no. 3, Fall 1972, pp. 211-267. 

Contents: Introduction, by Ellen Wormser; The push on women in the work force--it 

makes cents, but does it make economic sense? by Glen G. Cain; Signposts of success, 
by Helene S. Markoff; A case of non-feasance, by Daisy B. Fields; Psychological 
barriers to upward mobility, by Linda Moore; Child care--if they really mean what they 
say, by Millicent Allewelt; Part-time careers in the Federal government, by Marjorie M. 
Silverberg; Conflicting forces and their impact on achieving goals, by George S. Maharay; 
Three factors for success at the Office of Management and Budget, by Harry Flickinger; 
Women in diplomacy for the '70's: a determined effort, by Gladys Rogers; The nation's 
greatest woman-hunt, by Barbara Franklin. 


YOUTH 

12-301 

California. University. Institute of Industrial Relations. HelS5.9 .Ci2y 
Youth in the labor market; employment patterns and career aspirations in Watts 
and East Los Angeles, by Paul Bullock. Los Angeles, 1972. 1 v. 

"This is a study of the process by which young men in low-income Black and 
Chicano ghettos enter the labor market." The purpose was to examine those factors 
which influence the early job experiences and career goals of these young men. 

Partial contents: The youth labor market: an overview; A profile of youth in 
East Los Angeles and Watts; Counseling and the school experience; Entering the labor 
market; Labor market information and perceptions; Choosing a career; Obstacles to 
youth employment. 


12-302 1d224 .Unl7s no. 147 
U.S. Bureau of Labor Statistics. 
Employment of school-age youth, by Carl Rosenfeld and Kathryn R. Gover. Washington, 
U.S. Govt. Print. Off., 1972. 6 pp. (Special labor force report no. 147) 

Data collected in October 1971 on the employment status of the school-age popula- 
tion (primarily 16-24 year-olds) includes school enrollment status, age, sex, hours 
worked, and type of occupation and industry employment. 

Reprinted from: Monthly Labor Review, August 1972, pp. 25-30 with supplementary 
tables, A-8-A-18. Reprint 2821. 
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